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Three demonstration projects were conducted to
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information dissemination about the availability of TA; Model II
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consisted of all three variables. The research design involved
sampling random cross sections of workers before and after the
introduction and operation of a model program at the sites. The data
collected showed that the model interventions had significant
positive impacts on workers' knowledge of the existence of the
tuition aid benefit and how tc use it, on the delivery of information
to workers, and on workers' attitudes toward education, training, and
their companies and unions. The demonstration projects also
encouraged lator-management educaticn cooperation and fostered
changes in the administration of the TA benefit. Recommendations
include that employers and unions provide information and counseling
about TA to their employees/members: that they cooperate more with
educational institutions to provide education meeting worker needs:
that changes in the administration of TA plans be made; and that
further research, including longitudinal studies and case studies, be
done. (KC)
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FOREWORD

In May 1979, a set of three experiments were begun at workplaces in
Pomona, California; Cleveland, Ohio; and Hartford, Connecticut. These
experiments were familiarly known as "the Demonstrations". For 13 months
there were demonstrated at these sites a variety of low cost, graduated
approaches to addressing conditions that workers report act as barriers to
their fuller use of tuition aid plans and their greater participation in
voluntary education and training programs. This is the report on "the
Demonstrations". . report on their purposes, their structures, and
their effects on the adult workers and the institutions that participated.

The demonstration projects were a key element of Phase, II of a "Study
of the Use of Education and Training Funds in the Private Sector." This
National Institute of Education contracted-for study (Contract Number
400-76-0125) was let in 1976 to the then National Manpower Institute.

Phase I of this study ran from. September 1976 to January 1978. Called
the Tuition Aid Project, Phase I involved a nationwide survey of negotiated
tuition aid plan sponsors and users to: (1) ascertain the characteristics
and prevalence of negotiated tuition aid plans in the private sector; (2)
expand the extant knowledge base regarding how the negotiated tuition aid
resource is perceived by company and union officials and workers; and (3)
fathom the enigma in the prevailing circumstance of a three to four percent
rate of utilization of tuition aid plans nationally. ,Results from Phase I were
presented in the study report, An Untapped Resource: Negotiated Tuition Aid
in the Private Sector.

Phase II which was called the Worker Education and Training Policies
Project began in July 1978, concluding on September 30, 1980. The
initial design for Phase II called principally for a testing of the
feasibility of alternative approaches to eliminating reported barriers to
negotiated tuition aid plan use in workplace settings. While this remained
a cornerstone task of Phase II, the National Institute of Education saw need
and purpose in significantly enhancing the policy research and development
aspects of the study. The ultimate design of Phase II, which was shaped
substantially during the spring and early summer of 1978, contained several
distinct elements. As context to the discussion of "the Demonstrations"
which follows, the several other elements of Phase II are outlined beloW.

4-

o Retrospective case studies were made of the tuition assistance
programs of Kimberly-Clark Corporation and Polaroid Corporation and of
the Education Fund of District Council #37 of the American Federation of
State County and Municipal Employees. Separate study reports were

released focusing on the factors which appear to account for the high
level of employee satisfaction with and use of these programs. A policy
oriented summary and analysis report on these case studies' was also
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developed. These studies were completed and published in November and
December 1979. The experience of the programs studied stresses the impor-
tance of top level commitment to employee participation in the plans on an
equitable basis, prepayment to offset disincentives particularly to lower
income employees, continuous publicity and communication of information
about the plan through print and visual media, and the availability of
educational and career advisement services.

o Development of a policy book, Worklife Transitions: The Learning_
Connection. This policy oriented book provides an analysis of major
trends and dynamics in the economy and society that-commend greater atten-
tion to the worklife education and training opportunity structure,, and it
sets out over 50 recommendations for private and public policy makers aimed
at more effectively engaging our human resource. The book was developed
in close collaboration with members of the National Advisory Committee to
the WETPP composed of representatives from labor unions, industry and
higher education institutions and associations.

o A group of prominent Americans was convened and supported in the
development of a report on worker education and training policy for the
1980's. The group consisted of 16 prominent industry, labor, civil rights,
education and government figures and was chaired by Willard Wirtz. The
23 page report examined forces in the economy and the social order commending
broader opportunity for the intermixing work and learning in the adult
years, and set forth a set of four thrusts for private and public policy
attention. "Adult Learning and the American Worker", the report of the
National Panel on Worker Education and Training Policy will be published in
October, 1980.

o Fourteen research papers were commissioned as background material
for the policy volume. These papers included 10 that were determined to
be of a quality and importance to be published in a policy research mono-
graph series. Among the issues considered in these papers were: (1) the
patterns of adult participation in education and training; (2) the likely
look of adult enrollments in education during the 1980's including projec-
tions'of racial, age, sex, education and income level patterns; (3) the '

education and training opportunity structure within industry for middle-
aged and older workers and the present conundrums in public and private
pension, retirement and IRD policies affecting this population; (4) major
forms of alternative work patterns (flex-time,' permanent part-time, com-
pressed work week, reduced work week) and their differing implications for
broadened worklife education opportunity; (5) the role education and
training has played in the various "active manpower policies" operating
on theiContinent and what a heightened emphasis on education and training
could mean for countercylical employment and training policies in the U.S.;
(6) barriers to adult use of the major public student assistance sources -
why these should and how they can be eliminated; (7) the, roles exercised
by labor unions historically in the delivery of education and training
opportunities, in advocating for enhanced public education opportunity and
irridenta and progress in their current relations with post-secondary educa-
tion institutions; (8) the nature of post-secondary education's response
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to the adult learner; (9) the sources of education and training opportunity
in the United States including numbers enrolled and types of educational
services provided by industry, labor, community based organizations, civic
and professional associations, government, etc; (10) the role of employer
provided training in the U.S. including estimates of the extent of training,
new challenges for employer training and problems with and needs for better
measurement of it; (11) the structure and implications of electronic
publishing and the telecommunications revolution including key social
policy questions; (12) values and attitudes toward work and education held
by blue collar workers as reported in the sociological and anthropological
literatures; (13) and, in no sense least, the experience and present picture
of education and training opportunity for working women and the demographic,
economic and social environment impacting the needs and aspirations of the
pink collar workers. . .the 80% of working women.

. .

o A 15 minute slide-tape program "Worker Education: New Energy for
the 1980's" and a comparison action guide titled, Making Tuition Aid Work
for You, were developed in 1980. This slide-tape program sets forth the
views of prominent industry, labor and education officials and of workers on
the-value to the enterprise and the indivldual of worker education, and
the role tuition aid programs can play in enlarging working class adult
opportunities to participate in education and training. This program was
designed for showing at employee orientations, union membership meetings,
and in proverbial boardrooms. The action manual develops the key points
raised in the slide tape program, provides answers to questions frequently
asked about tuition aid, and offers one of many possible models for a
tuition aid program . . .one that incorporates the lessons learned by NIWL
from our study of successful and unsuccessful tuition aid plans and employ-
ment environments.

o Three Regional Dialogues on Worklife Education and a National Invita-
tional Conference on Worklife Education were conducted during the spring and
summer of 1980. The Regional Dialogues, whicb were held in Berkeley, California,
Minneapolis, Minnesota, and Boston, Massachusetts,were co-sponsored by 25
unions,businesses, education and trade associations. Some 60 innovative
programs targeted on expanding adult worker education, training and employ-
ment opportunities were presented at these Dialogues. Over 350 practi-
tioners from education, industry, labor and local and state governments
participated: The National Invitational Conference on Worklife Education,
which shared with the Dialogues the purpose of disseminating project learnings,
had the additional purpose of vetting the 50 plus recommendations for
policy action contained in the policy book mentioned above and engaging a
wider audience of policy makers in consideration of the importance and
value to national ends of broadened worklife education opportunity for
working adults. One hundred leaders from the essential sectors participated
in this conference. That conference was followed by a briefing of repre-
sentatives of government agencies, which briefing was designed to encourage
fuller inter-agency collaboration on educational research matters.

o A.reanalysis of the data collected from the 1976-77 surveys of
company and union officials and of the approximately 1000 blue collar workers
was conducted as well. This reanalysis involved: (1) assessing the factors
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affecting workers use of tuition aid plans to determine the programmatic
or policy relevande of 'these factors and then performing analyses of the
relative effects of these select factors on participation rates and
barrier perceptions; and (2) assessing the independent and interactional
effects of attitudes and ftrUctural conditions on perceived barriers and on
participation rates for all workers and for subgroups of workers, e.g.,
women and minority, workers. These analyses were performed and reported in
two technical papers and in summary form in a number of short Institute
papers and journal Articles.

The preparation of intensive case studies of highly subscribed tuition
aid plans. . .the reanalyses of the Phase I survey data to discern what
factors most critically affect the participation in education and training
of key groups of workers: . .a policy development initiative concerned to
inform public and private sector decision makers about issues involved in
enlarging the education and training opportunity structure for working
Americans.,. .the surfacing and consideration of policy issues through
regional,and national conferences and other dissemination activities. .

development and dissemination of action guides for tuition aid plan admini-
strators, negotiators and users. . .and the development and operation of
workplace based d,emonstration projects. . .these then were the central
elements, the stuff of the Worker Education and Training Policies Project.

46 It is to the last of these, the demonstration projects, that we turn.
First, though, there is need and pleasure to acknowledge the special con-

. tributions of several individuals in Washington, DC and at the demonstration
sites who were instrumental to the successful commencement and/or completion
of "the Demonstrations".

Many members othe National Advisory Committee to the Worker Educa-
tion and Training Policies Project made special efforts to assist the
project staff in identifying and securing demonstration project sites. Three
members whose efforts cannot escape notice were Mr. Reese Hammond, Director
of Education and Research, International Union of Operating Engineers, Mr.
John Kulstad, Education Director, Communications Workers of America, and Dr.
Russell Farnen, Project Director and Professor of Political Science at
Empire State College. The Project's success in gaining access to the Model
1 site, the, General Telephone Company of California facilities in Pomona,
Califcrnia,Snas in no small part the result of John Kulstad's efforts.
Ree,se Hammond used his offices in the project's behalf on many occasions
and actively participated in steward training sessions to gain local pro-
ject start-up approval with Local 18 of the International Union of Operating
Engineers and to retain leadership support for the project well beyond
what it would otherwise have been. Russell Farnen contributed many hours
to the exploration of possible sites in New York State through the extensive
Empire State network of industry and union contacts. Their contributions
considered alone are sufficient testimony to the value of an advisory
committee. And, their contributions and those of other members of the
committee were in no sense confined to the demonstration projects.



At the demonstration project sites there were many individuals in
management, labor unions and education institutions who contributed in
essential ways to the testing of the model programs. The three indivi-
duals with whom the project worked most closely over the 13 month period
were the site coordinators: in California, Mr. Joel Clifton, a senior PBX
installer with General Telephone Company of California; Mr. Chuck Rinehart,
a staff representative with the Joint Apprenticeship Committee serving the
membership of Local 18 of the IUOE in Ohio; and in Connecticut at the
Model III sit:RMS. Claire Nolin, who as a result of her accomplishments as
site coordinator, became a fulltime employee of the State Government in
July, 1980. While more is said of the roles of these individuals in the
case studies that follow, let it be noted here that the association with
these dedicated people was a richly rewarding experience for the NIWL
project staff.

o

Other individuals at the California and Connecticut sites who played
special roles in sharing the lessons and excitement of the respective pro-
jects as well as exercising central positions in the local functioning of
the projects include: (in California) Ms. Jan Stancer, Training Specialist,
G.T.C.; Ms. Tina Bavetta, Education Information Advisor, G.T.C.; Mr. Mike
Crowell, Local 11588 President, CWA; Mr. John Strickland, Second Vice
President, Local 11588, CWA; and Mr. Reid Pearce, Assistant to the Vice
President, District 11, CWA. In Connecticut these individuals include: Mr. Kevin Earls
Coordinator-of the Higher Education Coordinating Committee for the North Central Region;

Mr. Steven FerrucCio, Senior Staff Representative, ConnectiCut Employees
Union Independent; and Mr. Ernest Nagler, Director, Personnel Development
Division, Department of Administrative Services, State of Connecticut. In

various settings, each of these individuals has represented the demonstra-
tion projects, adding to the measure of the project's significance in so
doing. To each of them we acknowledge our appreciation and debt.

As with so many other aspects of the overall "Study of the Use of
Education and Training Funds in the Private Sector", the steady and informed
stewardship of Dr. Herbert Levine is to be found in these demonstration
projects. Dr. Levine, Director of the Labor Education Center at Rutgers
University, served as Senior Study Consultant and gave highest possible
service to every facet of demonstration project activities. was instru-
mental to the project's gaining access to a comparison site with Local 825
of the International Union of Operating Engineers. He knows the esteem in
which that service is held by the NIWL.

Ms. Nevzer Stacey, Project Officer at the National Institute of
Education for the "Study of the Use of Education and Training Funds in the
Private Sector", is as much as any individual responsible for the being,
let,, alone the success of the demonstration projects. Principal author of
the deSign plan for this study, Ms. Stacey has Provided guidance. direction and .

high standards for the conduct of-this project from the beginning. With

her associates in the Program on Educational Policy and Organization, Ms.
Stacey has led NIE entrance into a consideration of policy issues other
departments of government have not yet begun to explore.
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At the National Institute for Work and Learning, several staff and
management personnel played central roles in the demonstration projects
element of Phase II activities.- Mr. Ivan Charner, Director of Research,
was responsible for much of the research design for the demonstrations
including the worker survey instrument. He administered those instruments
and authored Chapter II of this report. Dr. Jamshid Momeni, Research Associate,
diligently performed the survey tabulation and first round analysis work.
Ms. Leslie Ann Rosow, formerly a Program Officer at NIWL, served for the first
nine months as NIWL staff coordinator for the demonstration projects and
was actively involved in on site training activities. On Leslie Rosow's
departure for another assignment outside NIWL, Ms. Jane Shore assumed the
staff coordinator &Ides along with her many other project assignments. Jane
Shore conducted the case study of the Model I demonstration project which
appears herein. Ms. Anne Rogers, Project Officer at NIWL, in addition to
numerous other project assignments undertook the case study of the Model III
demonstration project that appears below. Mr. Francis Macy, Director of
the National Center for Educational Brokering, contributed significantly to
the role definition and training of Education Information Advisors for this
project.

Mr. Archie Lapointe, NIWL's President, provided an environment of
flexibility and freedom to fail or succeed. Without that environment, it is
difficult to imagine the latter outcome. Archie Lapointe spen hour upon
hour in conversation with company and union officials explain g our purpose
and soliciting access to undertake the demonstration projects e kept
attention on them once access was obtained. He was the strop advocate

of the purpose and meaning of these demonstrations, as concrete tests of
ideas and words. In this, he was joined by Mr. Paul Barton, NIWL's Vice
President for Planning and Policy Development. Paul Barton has over the
course of this four year study, given invaluable advice, a timely pen, and
leadership on the policy development aspects of the project. He has con-
tributed much to current understandings of the policy choices and issues
before us.

These are but a few of many individuals who have contributed to the
demonstrations. It is from time to time a person's privilege to have
worked with and learned from such as.these.

Gregory B. Smith
Director
Worker Education and Training

Policies Project
September, 1980
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CHAPTER ONE

EXECUTIVE SUMMARY

A. The Models

A major element of the National Institute of Education sponsored Worker
Education and Training Policies Project was the development in three local
sites of experimental programs designed to address specific barriers to
worker participation in tuition aid and voluntary education. Three program
models were developed and implemented.

* Model 1: `Information Delivery, in which a variety of management or
union-sponsored publicity and information dissemination activities
were employed to apprise workers of the existence and nature of
their tuition-aid plan and available educational opportunities.

* Model 2: Addition of Education Information Advisement Services,
which added to Model 1 the establishment of an on-site education
information advisement service to provide assistance with educational
planning and needs assessment, application procedures, and overcoming
of psychological barriers to participation. Model 2 was begun in
Cleveland, Ohio as a program of Local 18 of the International Union
of Operating Engineers.

* Model 3: Addition of Improved Linkages, in which Models 1 and 2
were incorporated with the design and implementation of an educa-
tional delivery system based on expanded linkages between local educa-
tional institutions and the work site. This was to include such
activities as the redesign of course content and adjustments in the
location and scheduling of program offerings. This model operated in
the Hartford, Connecticut area as a joint project of the 'State of
Connecticut, the Connecticut State Employees Association, the Connec-
ticut Employees Union Independent and the Coordinating Committee of
the North Central Region (a consortium of institutions of higher
education).

-At each participating site, a local planning committee composed of
representatives from management, labor, and education (where appropriate) was

. called for and given responsibility for policy cirection and oversight

of the local program.

Judgments regarding the impact of these interventions are being made
from a combination of (1) careful recording of events throughout the demon-
stration project, (2) before and after worker surveys, and (3) post-project
case studies.

B. The Purposes

The demonstrations were begun to test the efficacy of several low cost
approaches to reducing barriers to workers use of tuition assistance benefits.
In earlier surveys of 1000 workers, respondents identified lack of information

1 r-
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about the tuition aid benefit, lack of counseling about education and
careers, and course scheduling and location problems as being significant
factors in their decisions not to use the tuition aid benefit and not to
participate in education and training. Focusing on workforce populations with
historically well below the national average tuition aid use rate of 4%, the
models enabled a determination of whether these reported barriers can be
eliminated through low cost, straightforward initiatives by management and
unions.

Through retrospective case studies of highly subscribed tuition aid
plans, NIWL observed that when such informational and structural barriers
were not present, workers do take advantage of the tuition aid benefit at
far higher than the national average rate. The demonstrations permitted
experimentation with these isolated variables to determine their independent
effect on workers' knowledge and attitudes. . .though given the brief time
available, not on the workers' behaviors toward education and training.

Better information on these issues was considered important to have for
private as well as public policy decision making. For example, companies
with an interest to bolster their human resource development programs for
hourly blue and pink collar workers, would have better knowledge of whether
their tuition aid program could be effectively employed to that end with
some expectation of meaningful use rates. Unions which have negotiated
tuition aid plans or are contemplating same, occasionally a significant
political risk, would have better understandings of whether the benefit can
meet member needs and not remain a somewhat costly throwaway. Postsecondary
education institutions. . .declining in number in part because of shrinkage
in the traditional age cohort, and ready to consider revisions in the institu-
tional mission would have better purchase on the matter of the real dimensions
of adult worker interest in education and the real promise of tuition a-d as a
survival resource.

C. Some Learnings About the Establishment of Workplace Demonstrations

The negotiation of the final site agreement was completed nearly 12
months after the demonstration project site search and selection process began.
In excess of 100 companies and state governments were approached directly
by the NIWL. An unknown number were approached by intermediary organizations
including member councils of the National Work Education Consortium and inter-
national unions serving on the Project's National Advisory Committee. In the
final analysis, the Advisory Committee was indispensible to the Project's ability
to secure demonstration project sites.

Of the three demonstration projects, two were successful tests of the
respective models. The Model II project was not. Owing to a variety of
local factort, the Model II demonstration did not mature into an operating
project with the elements called for in the basic Model II design.

The lengthy search and selection process and the experience at the
Model II site are strong testimony to the sensitivity of the questions involved,
the practical need to allow significant lead time in the development of
essential working relationships at the workplace, and the fact that social experi-
ments of this kind will not infrequently fail.



Throughout the life of the demonstrations, a strong tension persisted
whether these projects should function in a strict experimental mode. . .or

as service programs, addressing the range of workers' needs as they were made
manifest. Neither extreme prevailed. Operationally, in both the Model I and
Model III cases, the project designs drifted toward the basic Model II design.
In the case of the Model I project in Pomona, on site project personnel
quickly moved beyond simply providing information about the tuition aid plan
to co-workers into guiding co-workers to expert counseling sources within the
company and area education institutions. In short, they moved quickly toward
the educational advisement model

D. The Model I Project

This demonstration project was designed to provide information to 1800
hourly workers at four Genera4 Telephone Company (of California) facilities
in the Pomona area. Through joint efforts by both GTC and the Communications
Workers of America, Local 11588, workers were given information on the company's
tuition assistance plan and on local education and training opportunities.

One-on-one contacts by ten worker-members of the project's Education
Committee, and group meetings of workers sponsored by both the union and the
company were used as an initial means of introducing the workers to the idea
of participating in education under the tuition aid plan. d/

The committee members' basic functions were to meet with the employees
and to apprise them of the existence and nature of their tuition aid plan and
the available educational opportunities within the area. As of June, 1980, each
of the employees in the target group had been contacted, twice, either one to
one by a committee member, or in a small group.

In addition to personal contacts, a number of other means were used on-site
to get out the information on educational opportunity. These methods included
bulletin board posters, letters to each employee in the target group, hand-out
folders, and articles in the company and union publications.

The Parties

General Telephone and Electronics Company of California (GTC)

Communications Workers of America (CWA)
District 11
Local 11588

Workplace Impacts of the Model, froject.

The central unit of analysis in the research design was the worker and
thanges in workers' information, knowledge, attitudes and to a lesser extent,
their short term behaviors with regard to education and training and use of
tuition aid benefits. These are reported in Section II. Here are briefly
noted other workplace changes reported during post-project case study inter-

views at the Model I site:

1-3



o company officials report: (1) heightened awareness of the value of
the tuition aid resource as an educational finance vehicle; (2) shock at the
low level of awareness of the tuition aid benefit at the outset; (3) improved
morale and cooperativeness in relations with the co-sponsoring union; (4)
growing ability of first line supervisors to deal positively with education
related inquiries by employees.

o union officials report: (1) heightened appreciation of union role in
supporting education for membership beyond steward training; (2) development
pf a plan of courses and programs to address a range of members expressed
educational needs; (3) development of a cadre of experienced second line
leaders in the Education Committee.

o several actors in the demonstration project on both the management
and labor teams have entered or made definite plans to enter education programs.

E. The.Model III Project

This model called for: (1) delivery of information about tuition aid
plans; (2) provision of on-site educational advisement services; and (3)
establishment of new relationships between agencies of the government of the
State of Connecticut, two participating unions, and 16 public and private
post secondary education institutions in the Greater Hartford area. . .on

behalf of State clerical and maintenance workers. (The 1000 to 1200 clerical
and maintenance workers at the four State agency sites in the target area
had among the lowest rates of tuition assistance use historically).

Main entities in this demonstration were the local planning committee
(LPC), the group of workers and State personnel officers who comprised the
body of Education Information Advisors (EIAs), and the Site Coordinator.

The local planning committee provided policy direction; assisted in
crucial ways in the securing of agency sites for the demonstration; selected
and helped train EIA candidates. The establishment of the LPC meant that a
key representative of the State's Director of Perso: el and Labor Relations,
the President of the Connecticut State Employees Association, a senior
staff representative-of the Connecticut Employees-Union Independent and
the Coordinator of the Coordinating Committee (of post secondary education
institutions) for the North Central Region had a forum outs'ide grievance
or bargaining channelsin which to work together. It furnished opportunities for
developing a number of new initiatives.

The Site Coordinator collected and disseminated essential information on
the several tuition aid agreements in effect, provided training and ongoing
leadership for the EIA's, directed the advisement and brokering activities
for employees, maintained numerous administrative records and administered
workers surveys. The administrative and organizational support to the union
EIAs, and the collecting, analyzing and distributing of useful information
about tuition aid and education and training opportunities were the most

demanding. The Site Coordinator also designed'a plan to simplify the tuition
aid application and approval system which plan was adopted by the State.



The 15 Education Information Advisors (EIA's) were drawn from the ranks
of two unions and from the staffs of.personnel sections of the five agencies. The

personnel EIAs functioned differently from the union EIA's. The EIA's: (1)

delivered information to co-workers individually and in groups about their
tuition reimbursement program, alternative financial aid sources, and in house
and external training and education opportunities; (2) advised co-workers on
application procedures and where to go for guidance on educational opportunities;
and (3) collected basic data on advisees and reported problems and needs to the
Coordinator.

Workplace Impacts at the Model III Site.

Among the changes brought'aboUt by the Model III'friterventions were;

o the decision by the state government to simplify its procedures
for processing tuition aid applications;

o the State governments' decision to hire a permanent employee to
provide training and technical assistance to agency staff concerned with
tuition reimbursement and to publicize the program;

o an increase in the acknowledged commitment of both unions to worker

education and tuition reimburseMent as contract items; and

o planning further initiatives by key parties. . .some of which are

collaborative.

F. Measuring Impacts on the Workers

Our purpote in undertaking the surveys of workers at the model sites

was twofold:

o to learn about the knowledge, attitudes and behaviors of workers

related to education and training and tuition aid; and

o to assess the impact of the program interventions on changes in

these areas.

The Research Design

The research design involved sampling random cross-sections of workers

before and after the introduction and operation of a model program at the

sites. This trend design allows us to look at the influence of the program
interventions on the attitudes, knowledge and behaviors of the workers at

the model sites. The true test of the success of these program models,
however, is three, five and ten years in the future. Behavioral outcomes

such as increases in participation in education and training; occupational,

career and other adult life transitions;.and changes in workplace behaviors

(productivity, performance quality, morale, absenteeism) cannot be expected

to occur in the six months to one year that these programs operated. .The

outcomes that we are able to assess are primarily attitudinal and informa-

tional, with one behavioral outcome observed.

1-5
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Knowledge and Information Delivery

One of the key elements in the three model programs was to increase the
workers' knowledge about their T-A plan by improving the flow of information
about these plans to workers. Figures 1-4 report the relevant data on
knowledge and information delivery. As Figure 1 clearly demonstrates, the
percentage of workers at Model f and III who are familiar with the existence
of a T-A plan increased dramatically. For Model I, this increase is 25% points
and for Model III it is almost 50% points. The percentage of workers
reporting that they have received information about their T-A plan also
increased dramatically as portrayed in Figure 2: about 50% points for both
models. An indicator of specific knowledge about TA is if these workers
know whether they are eligitile to take a course under their T-A plan. Figure
3 shows that the percentage who don't know decreased, with a very large
decrease of almost 40% points for the Model III workers. Finally, when these
workers were asked if inadequate information about the T-A plan was a problem,
the percentage responding in the affirmative decreased by over 20% points
for both models as shown in Figure 4.

Behavioral Change

In Figure 5, we look at change in the use of T-A. For both models, the
percentage of workers who used TA to pay for any part of their education or
training increased slightly -- from 5% to 9% for Model I and from 3% to 6%
for Model III.

Sources of Information

In Figures 6-10, we look at changes in the proportion of workers who
received information about T-A from different sources. A larger percentage
of workers at wave two than at wave one reported receiving information for
each method of information dissemination. If we look at the combined data
we see that the percentage increased:

o almost 4 times fOFti-and6utS-;-

o two times for company newspaper or newsletter;

o over 4 times for union newspapers;

four times for company meetings; and

o nine times for union representatives.

Needs for Advice

When asked about their desire to talk to someone about their educational
or career plans, a very large percentage of workers in both waves said yes.
The need for:such a service is clearly demonstrated in Figure 11.

Perceptions of Company and Union Attitudes

Worker perceptions of company and local union attitudes about education
and training and T-A also changed. In Figures 12 and 13, we see that the
percentage of workers who felt that their company encouraged employees to
seek additional education or training and who felt that their company
encouraged employees to use T-A benefits, increased from wave one to wave two

1-6 40 0



of the survey. For encouragement to use TA benefits, the percentage increased

over 3 fold. For union encouragement, the changes are almost as dramatic

(See Figures 14 and 15). The percentages increased from 13% to 38% for en-
couragement to seek additional education and training and from 8% to 36% for

encouragement to use TA.

Information and Counseling-Barriers

While the primary. goal of the models was to increase knowledge about
T-A, asecondary goal was to provide more and better information about
educational institutions and their programs. Figures 16-19 report the
perceived barriers to participation in education and training related to educa-

tional information and counseling. For the Model I and III workers, the per-

centage who reported any of the reasons as problems for them decreased from

wave one to wave two. While these reasons remained problems for a large
proportion of workers, the model programs did have some impact in these areas.
Another reason for non-participation in education and training was inadequate

career counselins. In Figure 20 we see that this was a problem for a large
number of workers in wave one and remained so in wave two. There was, however,

a decrease of 10% points and almost 30% points between the two waves for

Model I and Model III respectively.

Planned Participation

Workers were also asked a number of questions about their future educa-

tional participation. In Figure 21, we see that large percentages of

workers in both the wave one and wave two surveys report that they want to

take further education or training. As Figure 22 suggests, equally high
percentages in both waves feel that they need more education, and as Figure

23 shows, fewer workers, but still a large proportion, report that they

intend to continue their education or training in the next two years. A

smaller percentage intend to use their T-A benefits, but, as Figure 24 shows,

ineach case over half of the workers report that they intend to use the

benefit in the next two years. For figures 21 through 24 you will note. small

decreases between wave one and wave two. These were not, however, sta

tically significant.

Attitudes Toward EdUc,ation and Training
j.

Finally, we were able to look at workers' attitudes toward education

and training. Workers were asked the importance to them personally of-further

education and training. Table 1 shows the top five rankings for the workers

at each site. As this table suggests, there is consistency between-the

waves one and two samples for each model and a fair amount of consistency

among the workers at the different models. Two work related factors = to

improve job performance and to be a better worker - and two factors related

to personal development - to learn more and to become amore well-rounded

person were the highest ranked user of further education or training.

21
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G. Conclusions and Recommendations

In sum, the program interventions had an overall effect of:

o increasing ,knowl edge_ about TA for about 3044 of _the workers;

o increasing infOriiiiii-on delivery to about 50%- of the workers;

o improving perceptions about company attitudes for about 20% of
the workers;

o improving perceptions about union. attitudes for about 30% of the
workers; and

o reducing informational and advisement problems for between 15 and 20
percent of the workers.

The demonstration projects proved that the model interventions are
effective at reducing the information and advisement barriers as was
hypothesized. They had significant impacts on workers' knowledge of the
existence of the tuition aid benefit and how to use it, on the delivery of
information to workers, and on workers attitudes toward education, training
and their companies and unions.

The demonstration projects also had significant impacts on the parti-
cipating work institutions. The demonstrations caused the establishment of
mechanisms for labor-management-education collaboration and encouraged
concrete changes in institutional behaviors regarding the structure and
administration of the tuition aid benefit.

Based on these learnings, NIWL has framed a number of recommendations
for private and public policy attention. Among these are that companies and
unions:

o focus attention on the continuous provision and reprovision of
information about the tuition aid benefit to workers employing a variety of
media of which one should be co-workers;

o insure Vat the administration of the benefit have as one of its
central parts the provision of competent educational and career counseling
and advisement;

o minimize the out of pocket costs to workers through the provision
of advances or installment plan arrangements;

o insureon behalf of employees that there be a greater responsiveness
on the part of education providers to the curriculum wants of workers;

o support on a local or regional basis establishment of a tuition
assistance advisory service to assist companies, unions and education
institutions to more effectively engage thetuition aid resource.

1,8



There are, too, recommendations for a series of policy research and
demonstration activities to be undertaken by companies, unions and education
institutions independently and in concert. . .and by the Federal government
as a major employer and architect of education-work policy. These include:

o carrying out of longitudinal surveys and in-depth interloEm studies
of adult workers to assess the range of civic and workTife impacts resulting
froT.participation in various kinds of education and training during the
adult years;

o initiation of a range of trial programs testing alternative
approaches to the removal of barriers to education and training participation. .

focusing on special populations;

o on a trial basis, experimentation with alternative financing schemes
should begin. . .with select agencies of the Federal government taking a
leadership role as trdal sites. . .paid educational leave and universal
entitlements are among the alternatives meriting attention;

o and, we recommend the carrying out of case studies of education and
training programs that are addressing needs and problems faced by special
groups in the workforce such as working women in the 80%, workers in rural
labor markets, middle aged and older skilled trade workers. Such research can

offer critical information to upolicy makers in the hman resource develop-
ment area that are simply unobtainable from standard survey research =roaches.
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Table 1 - Top Five Rankings of the Personal Importance of Each of the
Following Possible Uses of Further Education and Ttaining.

To complete an educational
program for a.diploma, certi-
ficate, or degree

To meet new people

To-become a more well-
rounded person

For social skills

To improve job performance

To learn skills for hobbies

'To be a better union member

To improve my ability to
read, write, speak, and
do math

To be a better parent

To get a promotion

To improve family life

To prepare for another job
or career

To better understand com-
munity issues

To learn more (knowledge
for the sake of knowledge)

To be a better worker

To prepare for retirement

Combined

Model
T1

I

T
Model

T1

II

T
T2

Model III
T

1
T

moucs
& III

T1

1

T2

4 4 4 4.5 3 5 4 4

3, 1. 1

3

5 3 5

2.5 5

5 -

1 1 2 5 2.5 2 1

2 2 2 4 4 3
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CHAPTER TWO
.

INTRODUCTION

Much has been written on the subject of the use and non-use of nego-

tiated and unilaterally offered tuition assistance programs in recent years.

The National Institute of Education's sponsored "Study ofthe Use of Education

and Training Funds in the Private Sector" has been one major source of data

and information on the subject. The short of it is that attention is being

focused on the tuition aid resource as never before.

Evidence suggesting that tuition aid programs are becoming increasingly

prevalent in both the public and private sectors is greeted as further good

news by those who see the tuition aid resource as a particularly bright

prospect for the broadened opportunity of working adults to intermix work

and learning in the United States. Important as an independent value, this

shift toward recurrency in education is also seen as addressing a host of

present national concerns. Among these are:

o an enduring anxiety about a declining rate of productivity growth

and the effects of same on inflation at home and a declining place in the

world economic order, combined with an appreciation that past inadequacies

in the levels and kinds of investments in skill and general knowledge for-

mation might well be part of the cause of present problems. . .that at

least a connection exists between investments in learning and total factor

productivity;

o concern about the adequacy of present policy instruments, and present

practices, in assuring the advancement, or at least, the sustaining of equal

employment opportunity gains of minorities, women, older workers and the

handicapped;

ti



o concern about whether and how the aspirations and expectations of

the workforce of the 1980s can be accommodated within traditional pyramidal

occupational and attendant reward structures in the absence of other human

growth options; and

o an emerging appreciation that greater sophistication in traditional

and new forms of literacy are being required to exercise mastery over the

demands of everyday work and civic life. . particularly for informed and

effective participation in the political affairs of country and community.

In stark contrast to this array of'prospective contributions realizable

from broadened worklife learning opportunity, are the understandings emerging

from the triennial surveys of adult education and from the several studies

of tuition aid plan use and prevalence. In the former, we see evidence of

a widening gap between "educational have's" and "have nots'", between the

more and the less affluent, between blacks, native Americans and Hispanics on

the one hand, and whites and orientals on the other. In the latter, we see

generally low prevailihg "take-up" or use rates, and rates that are highly

differentiated on the basis of present occupation and prior education attain-

ments.

Estimates made in 1977 by the NIWL project staff put the number of

Americans eligible to use negotiated tuition aid benefits approximately at

2 million workers. There is new Bureau of Labor Statistics information

suggesting that that number might be higher. Recent "guestimates" by NIWL

staff put the total number of workers covered by both negotiated and the more

prevalent unilateral tuition aid plans'(offered by the employer) at between

17 and 25 million. 06 paper commitments to these plans may run up to

$6 billion per annum.



Against this statement of potential, is the prevailing condition of a

four percent use rate nationally, which seems to be holding constant. and an

estimated one to two percent use rate among blue and pink collar workers.

Further are the estimates that less than $20 million is being used annually

under negotiated tuition aid programs, and that, nationally, probably less

than $200 million of tuition aid resources is being used overall to finance

continuing learning activities at all levels.

This disparity between the prospective and the prevailing condition was

made the more enigmatic by the results of surveys of company and union

officials and adult workers conducted by NIWL (then The National Manpower

Institute) in 1976-1977. These surveys established that managements, unions

and workers share a positive view toward tuition aid and education and training.

They share similar views of what the functions of tuition aid plans are.

Improving job performance, updating knowledge, promotion and job mobility

were given high marks by all groups. In terms of outcomes, management and

union officials in the 50 companies studied said that tuition aid has many

impacts, the most important being inc-eased worker effectiveness, career

development and job mobility, and heightened job satisfaction.

To better understand the reason for this disparity, 1000 blue collar

workers were surveyed and asked what conditions they felt to be most important

as reasons for not utilizing tuition assistance plans. The respondents ranked

insufficient management encouragement, lack of counseling and lack of

information about the tuition aid plan as the most significant barriers to

their participation. Scheduling difficulties followed quite closely behind,

as did perceptions of limited "payoff" from education. For a fuller discussion

of these findings the reader is encouraged to see An Untapped Resource:

Negotiated Tuition Aid in the Private Sector (1978), Worklife Transitions.



the Learning Connection (in press, September 1980), and Tuition-Aid Revisited:

Tapping the Untapped Resource (1979).

In a series of retrospective case studies, NIWL researchers had observed

of three tuition aid plans with high blue and pink collar worker take-up rates,

that these informational, counseling and scheduling and location problems

- were not present.. It was possible to infer from those case studies that

manipulation of these variables would effect changes in knowledge, attitudes

and behaviors toward tuition aid plan use and education participation. The

retrospective case studies did not permit examination of these factors as

isolated variables. . .to trace through their separate effects on workers

knowledge and attitudes. To do so required .onducting experiments at the

workplace.

It remained, then, to test out whether these reported barriers to use

of tuition aid resources by blue and pink collar workers could, in fact, be

removed, as was hypothesized, through employer and union sponsored actions,

and what effect workplace interventions would have on the information and

knowledge and attitudes of workers. The National Advisory Committee (NAC)

to the Tuition Aid Project (Phase I of the Study of the Use of Education and

Training Funds in the Private Sector) strongly recommended that NIE proceed

to such a set of demonstrations in a Phase II.

To that end, three model interventions were designed by NIWL in consulta-

tion with the NAC and the National Institute of Education. These basic models

-wereas follows:

o Model 1 (Information Delivery). A variety of management and union-

sponsored publicity and information dissemination activities would be con-

ducted to inform workers of the existence, nature and procedures for using

the tuition assistance benefit.



Model II (Information Delivery and Education Information Advisement

Services). in addition to information deli'very activities related to the

tuition aid plan, an on-site education information advisement service would

be established: Using trained co-workers as Education Information Advisors

(EIAs), the target workers would be assisted with educational planning, needs

assessment, application procedures, and overcoming fears regarding education

participation.

o Model III (Information Delivery and Education Information Advise-

ment Services and Improved Education-Work Linkages). The third, add -on

component in this model would be the establishment of direct linkages between

the workplace and area education institutions to include such actions as

redesign of course content to meet explicit worker interests or company needs,

or changes-in the location and times of courses..

Each of the models called for establishment of collaborative local

planning committees comprised of management, union and,as appropriate, educa-

tion representatives. These committees. . .the idea for which came from

NIWL's experience with community education work councils.`. .were to be

responsible for providing policy direction to the local site activities,

eliminating administrative roadblocks to project operation, and recommending

to NIWL the site coordinator for their respective demonstrations.

Assessments regarding the impact of these model interventions were to

be made from a combination of (1) careful recording of events at each site

by the site coordinator; (2) the pre-and post- intervention testing of a

random cross-section of workers from the test sites; and (3) post intervention

case studies consisting of on-site interviews with workers and key parties

to the projects and analyses of project documentadon. While the primary unit

of analysis for the demonstration projects was to be the worker and changes
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in the information, knowledge and attitudes of workers attributable to the

interventions, it was considered important to also try to guage project

impacts on participating organizations. We're there changes in institutional

behaviors or practices germane to tuition aid use by workers that resulted

from company or union actions? Were new inter-institutional relationships

established which are relevant to tuition aid plan structure or worker use

rates? Were the parties to the project satisfied or disappointed in outcomes?

These were considered valuable questions to have better information about

since changes in such behaviors and relationshipt between education and work

institutions can have decisive impacts on the responses obtained fromhe

workers, and the lasting picture of tuition aid plan use.

Three models do not, of course, a demonstration project make. Gaining

access to workplaces in which to carry out these demonstrations on terms that

permitted retention of an adequate measure of control of the intervention to

meet the research objectives was no modest task. The process was a long,

complex and often times difficult one. In short, over 12 months elapsed from

the active commencement of the search process to the negotiation of the final

site agreement. In excess of 100 companies and government agencies were con-

tacted in,writing, by phone, and/or in person by senior staff and management

of the NIWL and members of the project's Nat onal Advisory Committee. An

additional unknown number were appraoched by intermediary organizations

including member councils of the National Work Education Consortium.

In the end, site agreements memoranda were signed for the three models

to be tested, and for a comparison site to be established at which no inter-

vention would take place, but at which workers would be administered surveys

at the beginning and end of the demonstration period.
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The Model I project was initiated at four plants and offices of the

General Telephone and Electronics Company of California in Pomona, California.

Joining GTC in sponsorship of the project were District 11 and Local 11588 of

the Communication Workers of America.

The Model II project was initiated in the Cleveland, Ohio area

(District I) of Local 18 of the International Union of Operating Engineers.

Model II began functioning through the staff of the Joint Apprenticeship

Committee which serves both the union and members of the Ohio Highway

Construction Contractors Association.

Model III was launched in the Greater Hartford, Connecticut area. Some

1000 clerical and maintenance workers were targeted for attention at four

State agency facilities. Main parties to the Model III project were the State

of Connecticut's Division of Personnel Development (Department of Administra-

tive Services), Connecticut State Employees Association; Connecticut Employees

Union Independent and the Coordinating Committee of the North Central Region

(a consortium of postsecondary education institutions).

Of the three projects begun, two were carried through to completion and

provided successful tests of the respective models. These were the Model I

and Model III demonstrations. Each of these projects is carefully documented

in case study reports in Chapters 4 and 5 respectively.

The Cleveland, Ohio project with Local 18 of the International Union

of Operating Engineers did not mature into a fair test of the Model II inter-

vention. The reasons why are numerous - the most basic being that the pro-

ject called for more attention and maintenance at the site level than

local union leadership initially expected and the project called for a focus

on external education opportunities which created continuing tension because

the union was exclusively concerned with bolstering journeymen members' use

of the area apprentice training center.
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While the inability to fully test the Model II intervention was serious,

i t did not proscribe measurement of the impacts of the other demonstrations,

and was, thus, a manageable loss. At the same time, promising program

activity did take place at the Model II site. Stewards and other union cadre

were trained in the Education Information Advisor functions and on principles

and techniques of educational brokering. Further, as a result of the training

activity, Local 18 sponsored a G.E.D. program at the union hall exclusively

for union members. This was reportedly well received by the membership, and

met genuine needs of the membership.

The demonstration projects resulted in significant measurable changes

in workers information and knowledge of the tuition aid resource, in their

attitudes toward T-A use and toward education and training and their companies

and unions. From the vantage of NIWL, these demonstrations were highly

successful initiatives for their knowledge development value, and of equal

significance, for their impacts on institutional behaviors and individual

worker outcomes.

We turn in Chapter 4 to a careful look at the changes in workers inforD

mation and attitudes. From the impacts on workers, we will proceed in

Chapters 5 and 6 to the impacts on participating institutions and interinstitu-

tional relationships. . .and to participants' views on the successes and

failures of these, "the Demonstrations".



CHAPTER ,THREE

THE IMPACTS ON WORKERS

I. Introduction

In this chapter we report the findings from two waves of data

collection for the Worker Education and Training Policies Project.

Data were collected on a random cross-section of workers at four sites

(three demonstration and one comparison) from the summer of 1979 to

the early winter of 1980. In the summer of 1980 a second cross-

section of workers at each site were resurveyed. The primary ob-

jectives of the surveys were

1. To learn about the attitudes, behaviors and knowledge

of workers related to education, training, and tui-

tion-aid.

2. To explore the role of unions, companies and educa-

tion institutions in influencing the educational

attitudes and behaviors of adult workers.

3. To assess the impact of three program interventions

on changes in attitudes, knowledge, and whereever

possible behaviors related to education, training

and T-A.

4. To determine if different program interventions

have different effects on workers.

5. To examine the program and policy directions these

experiences contain for future activities related

to worker education and training.



II. Research Design and Methods

The research design centers around repeated cross-sections of

workers at three demonstration sites and a comparison site chosen

to be representative of workers at these sites. A random sample

of workers at each site were initially surveyed between July 1979

and January 1980 (Wave One). A second random sample at each site

were surveyed in the summer of 1980 (Wave Two). The result was a

repeated cross-section or trend design. The same instrument was

given to samples of the same population groups before and after the

program intervention. This research design allows for the determin-

ation of the influence of the program intervention on the attitudes,

knowledge and short range behaviors of the workers at the demonstra-

tion sites. As Wall and Williams suggest in their discussion of

trend designs, "if major events likely to influence trends are mon-

itored between surveys then associations and even "casual" inflacnces

become possible." (1970:2-3.) Thus, by looking at overall shifts in

the aggregate distribution of workers at each site we will be able to

assess the net change (if any) on key outcomes.

A. Sample Design and Response Rates

The study began with a random sample of workers selected from

each program site and the comparison site. The sites have been de-

scribed earlier in this report. At each site the wave one sample

was selected through a random sampling design. The wave two samples

were chosen in a similar manner. The result was two random cross-

sections of workers from each site who were surveyed between six and

twelve months apart.
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Table 1

Data Collection from Workers in the WETPP

'Wave One Wave Two

Number of % of eligible Number of % of eligible

Sit, e Date respondents Sample * Date respondents Sample *

Model I July '79 100 9370 June '80 101 92%

N Model 2 Jan. '80 56 58% July '80 55 77%

H

1.4 Model 3 Sep.., 79. 128 88% July '80 85 81%

Compariaon Jan. '80 101 98% June '80 48 55%

Total 385 85% 289 77%

* This represents the response rates for each model. Workers who were ineligible (on leave,

vacation or no longer working for the company) are not included in the calculation of the

response rates,



Response rates for the wave one and wave two data collections

are presented in Table 1. As the table indicates, 85% of the eli-

gible wave one sample and 77% of the wave two sample participated

in the study. For wave one the site response rates ranged from 58%

for Model II to 98% for the Comparison Site. At wave two the rates

ranged from 55% for the Comparison Site to 92% for Model I. As the

table shows the response rate for Models I ind III were relatively

consistent over the two survey administrations, while the Model II

and Comparison Site rates were inconsistent.

B. Data Collection Procedures

The data collection at each site was the same for each wave of

the' survey. In all cases group administration of the instrument was

conducted by NIWL staff. At the Model I and III sites groups of work-

ers were surveye r ing working hours. Release time was given by the

employer to all wu.....ars participating in the study. At these sites,

due to scheduling, the survey was administered on a number of occasions

and at a number of work sites. Workers were scheduled by where they

worked and surveyed in small groups,(11-30 at a time). At the Model II

and comparison sites workers were surveyed after work in a group set-

ting. This was due to the nature of t.te occupation of these workers.

In each case the participants were given instructions on the question-

naire and how to complete the instrument. After each administration a

brief discussion on the study and the project was held with the partic-

ipants.

Because the Model II and Comparison site samples were made up of

Operating Engineers some modifications of the data collection proce-
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dures were necessary. Unlike the other model sites where the T-A

plan is administered by the employer, the Operating Engineers' plans

are jointly administered training funds and union administered education

and safety funds. In addition, for these workers, the union runs a

training center and training program.

The modifications were as follows:

o Question 4 should read--"How long have you been an

Operating Engineer?"

o A training fund and an education and safety fund are

types of tuition-aid plans

o An apprentice training program is considered to be the

same as a union run school or course

o An apprentice training site or center is considered to

be the same as a union hall

o Question 30--A union agreement book or union handbook

is the same as an employee handbook

The consequences of these modifications are discussed under the find-

ings section of this chapter.

C.' Content of the Survey

The survey instrument administered to the workers tapped'S large

number of dimensions and is divided into seven sections as follows:

1. General Information

2. Participation in Education and Training

3. Educational Opportunities

4. Information and Advice

5. Incentives
42
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6. Factors Affecting Participation

7. Background Information

A copy of the survey instrument is provided in Appendix 1114

As the listing of the sections suggests, the content of the instru-

ment was dictated by two major concerns. First, the wave one survey

was to be used to describe the T-A plans at each site; the demographic

distributions of the workforce; and the knowledge, attitudes, and be-

haviors of the workers at each site. This allowed not only for a de-

scription, but also enabled NIWL to identify program elements which

could be built into the models for each site. The result is a "stop

action" picture of the workers and their attitudes, knowledge and be-

haviors related to T-A and education and training. This description

is presented later in this chapter. Second, the wave two data was

to be used to assess changes in the workers, at each site and for the

combined sample of workers. By looking at differences between dis-

tributions of workers differentiated by time and the presence of .a

program intervention we are able to assess the impact, if any, of the

model. programs.

D. The Comparison Site

The original design for this study included a comparison group

which did not receive any form of the program intervention. In tra-

ditional evaluation research which employs a quasi-experimental design

the comparison group is similar to the experimental group on key pre-

test (wave one) variables. The more similar the groups the more re-

liable the interpretations of the post -test (wave two) data. 1n.this

instance, the comparison group proved not to meet the criteria of simi-

larity. The highly ideosyncratic nature of the workforces at each of
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the intervention sites contributed to this problem. Attempts to adjust by establishing 4

comparison groups proximate to each of the demonstration site workforces were not

successful given the time available. This time problemwas more pronounced given

that the degree of dissimilarity of the comparison group was not discovered until

after analysis of the wave one data in February, 1980.

As the discussion of the wave one findings, in the next section

Shows, these workers did not prove to be similar to the other work-

ers in the study. Differences were found not only in demographics

but also in knowledge of T-A, and attitudes and behaviors related to

education and training. The result is a comparison site that is not

similar to the other sites. Any comparisons which are made must be

viewed with this in mind.

This lack of an adequate comparison group would normally cause

problems in interpreting the cause of any changes between the wave

one and wave two data at the model sites. The nature of the problem

being looked at and its history at the sites however, makes this some-

what less problematic. That is, in a situation where a problem has

been functioning for a long time the need for a comparison group is

less important in the determination of the impact of an intervention.

In all of the model sites the use of T-A and knowledge of its exis-

tence had been very low for a long time. Since the only change at

each site was the introduction of the model program any changes in

attitudes, knowledge, and behaviors can be safely attributed to the

intervention despite the lack of an adequate comparison group. De-

spite this problem with the inadequate nature of the comparison group,

ne discussions of the survey results which follow include the com-

parison group data as an additional information base. Where comparisons
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are made between the comparison group and the model sites, chese

should be viewed with the above discussion and cautions in mind.

III. Survey Results

In this section we discuss the findings for the first and

second wave surveys for each of the three models and the comparison

group. In addition, where appropriate we compare the findings across

sites. The findings will be presented separately for each site for

the first wave survey followed by the site comparisons for wave one.

Then the wave two findings will be discussed. The percentages for

each question for each site are presented in Appendix III B-E2

A description of the key findings from each wave of the survey follows.

A. Model I - Wave One

Sixty-one percent of the Model I workers have been employed by

GT/C for five years or less. An additional 27% have been employed

for more than 10 years.

In the first wave of the survey only 14% of these workers were

very familiar with the T-A plan. An additional 45% were somewhat

familiar. Over two-fifths reported that they were not familiar with

the T-A plan. Of the 59 workers who knew about the plan almost 80%

knew it was a company sponsored plan but over 21% thought it was a

negotiated plan. At TI (Wave One) only 20% reported that they had

received information about the T-A plan in the past six months.

Almost 58% of these workers did not know if they were eligible to

IDtake a course under their T-A plan and almost 707 did not know how

to request approval to take a course.
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Of the problems reported by workers as reasons for non-use of

their T-A plan only lack of information was reported is a problem by

more than half (65%). Other reasons cited by a larger group of work-

ers were "unable to pay in advance" (61%) and "not enough of the costs

are covered" (327).

Only 32% indicated that there is an individual in the GT/C who

could provide information about education or careers. Even fewer

(14%) indicated there was a union person available. About 97%, how-

ever, stated that they would like to talk to an advisor if one were

available.

One-fourth reported that,GT/C encouraged employees to use T-A

benefits but only 6% reported that CWA encouraged members to use

their T-A benefits.

Over all, factors related to information and advice were the

most serious problems affecting these workers' decisions about par-

ticipation in education and training. Specifically, when asked if

there are any reasons for not pursuing further education or training

that are problems,

o 61% reported that they don't have adequate information

about courses that are available;

o 56% reported that they don't have adequate information

about what educational institutions are available,

o 72% reported that they do not have adequate advice or

counseling about available courses and whether they

are qualified to take them,

o 65% reported that they do not have adequate advice or

counseling about available educational institutions,

and
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o 67% reported that they do not have adequate advice or

counseling about their career opportunities,

In addition, scheduling (347), favoritism in who gets approval (30%),

and free time (277) were reported as problems by these workers.

Two fifths of these workers reported that they had participated

in an education program in the last two years. Of these, the vast

majority did so for general knowledge (90%), for career advancement

(82%) and to get a degree, diploma or certificate (77%). Only five

workers, however, reported that their T-A plan paid for any part of

their education. Thirty-six reported they themselves paid, 35 re-

ported that their union paid, 15 reported that their company (not

T-A) paid and 11 reported that the government paid.

When asked about the importance of.further education the four

most important uses sited were: to learn more (91%), to become a

better worker (887), to improve job performance (87%) and to become

a more well-rounded perscn (85%).

The vast majority of these workers knew about the availability

of educational programs but preferred on-the-job training (90%), com-

munity college (81%) and company courses (79%). They preferred, how-

ever, to have educational programs located at educational institu-

tions (86%), the work site (73%) or the library (627). With regards

to methods of learning, these workers preferred on-the-job training

(97%), workshops (85%) and lectures (82%).

There was no single source of information on T-A or education

from which more than one quarter reported receiving information.

When asked from whom they would like to get information on their

T-A plan 127 said"Yes"to co-workers, 70% said "yes"to supervisors, 12%

saidnyeeto union representatives _and 48% said"yeeto company "yes"



representatives.

Ninety-six percent of these workers want to take further edu-

cation or training, 94% think they need more and almost 80% intend

to continue their education or training in the next two years. Al-

most 58% report that they will use their T-A benefits in the next

two years.

With regard to demographic characteristics almost 55% are fe-

male, 73, are younger than 35, 81% are white, 26% are hispanic,

61% are currently married, 55% had dependent children living at

home, 36% had a high school degree or less, and 78% lived in .a city

or its suburbs of 50,000 - 500,000 people. The vast majority work

the day shift (96%), and work 40-49 hours per-week (90%). Finally,

667 earn less than $15,000 annually.

B. Model II - Wave One

Almost 53% of the Model II workers have been operating engineers

for more than 15 years. Only 17T have been operating engineers for

five years or less.

In the first wave about 64Z reported they were familiar with the

T-A. plan. Almost two-fifths were not familiar with the plan. Of the

thirty-six workers who knew about the plan 677 thought it was union

sponsored and 31% thought it was P negotiated plan.

At Tl only 31% of t.iese op .sting cngineers reported that they

had received information about the T-A plan in the past six months.

Over two-fifths did not know if they were eligible to take a course

under the plan and half did not know how to request approval to take

a course.

Of. the problems reported by these operating engineers as reasons
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for non-use of their T-A benefits only lack of information was re-

ported by more than half (57.1%). Two-fifths were unable to pay in

, advance and about one-third feld there was too much red tape or edu-

cation programs they wanted were not covered.

About one-fifth of taese workers reported that they had par-

ticipated in an education program in the last two years and almost

30% reported participation in a training program. Of these, the

vast majority participated for general knowledge (82%) or to upgrade

skills for present job (81%). No workers reported that their com-

pany paid for any part of their education or training under T-A but

15 reported that the union paid. For these operating engineerslthe

union controls the T-A benefits. Eight reported they paid themselves,

four reported that their company (not T-A) paid; and three reported

that the government paid.

When asked about the importance of further education, the most

important uses sited were:

o to improve job performance (91%);

o to become a better worker (87%);

o to improve ability to read, write, speak and do math (83%);

o to become a more well-rounded person (82%); and

o to prepare for retirement (80%).

Tb,,!. vast majority of these workers know about the availability

of educational programs but clearly preferred union run courses (100%)

and on-the-job training (98%) to other educational programs. Their

preferen for location was the union hall (877), the work site (78%)

and education institutions (78%). With regard to methods of learning

there was a clear preference for on-the-job training (887), workshops

and conferences (81%) and lectures or classes (81%).
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The only sources of information on T-A or education from which

more than one-quarter of the workers reported receiving information

were union newspapers, meetings and representatives. When asked

from whom they would like to get information about their T-A plan

137 said yes to co-workers, 77 to supervisors, 93% to union repre-

sentatives and 13% to company representatives. Almost three-fourths

of these workers reported that there is a designated individual in

the union who can provide advice or information about education and

careers. Only slightly more than one-third of these workers saw

this individual in the past two years, yet 92% reported that they

would like to talk to an adviser if one were available.

Almost 90% reported that their union encouraged members to seek

additional education or training while 637 felt the union encouraged

use of the T-A plan.

Of the barriers to participation in further education or learning

those related to information and advice were generally the most com-

monly sighted. Specifically, when asked if there are any reasons

or not pursuing further education in training that are problems;

o 60% reported that they don't have adequate information

abqut courses that are available,

467 reported that they do not have adequate information

about what educational institutions are available,

o 46% reported that they do not have adequate advice or

counseling about available courses and whether they are

qualified to take them,

o 447 reported that they do not have adequate advice or

counseling about avairable educational institutions, and



o 48% reported that they do not have adequate advice or

counseling about their career opportunities.

In addition, scheduling (57%), distance (497) and free time

(44%) were reported as barriers by these workers.

Eighty-seven percent of these workers want to take further ed-

ucation and training, 91% think they need more, and 847 intend to

continue their education or training in the next two years. SixtyJ
percent report that they will use their T-A benefits in the next

two years.

The demographic characteristics of these operating engineers

are as follows:

o 987 male,

o 707 35. years old or older,

o 85% white,

o 97 hispanic,

o 867 currently married,

o 64% have cependent children living at home,

o 737 have a high school degree or less, and

o 427 live in a fairly large, a very large city or its suburbs

(250,000 or more people).

Most of these workers work the day shift (877) and work 40-49 hours

per week (90%). Finally, 657 report earnings of $20,000 or more an-

nually.

C. Model III - Wave One

Almost 547 of these workers have been employed by the State of

Connecticut for five years or less and are represented by two unions;

_80% by CSEA and 207 by CEUI.
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In the first wave survey 75% of these workers were not familiar

with the T-A plan, and only 3% were very familiar with the plan. Of

the 26 workers who did know about the plan only lT% knew it was ne-

gotiated. Seventy-seven percent thought it was company sponsored.

At T1 only 4% reported that they had received information about

the T-A plan in the past six months. Almost 90% did not know if they

were eligible to take a course under the plan and 81% did not know how

to request approval to take a course.

Of the problems reported by these workers as reasons for non-use

of T-A benefits only inadequate information was reported by more than

half (667). Two-fifths were unable to pay in advance, two-fifths were

not willing to pay in advance and a little over one-third felt that

not enough of the costs are covered. About 27% of these workers re-

port participation in education during the last two yeard. Of these,

the vast majority participated for general knowledge (867), for

career advancement (80%) and for better wages (777). Only four work-
;

ers reported that T-A paid for a part of their education. Thirteen

reported they paid themselves, three reported the union paid, 12 re-

ported the company paid (not T-A) and 5 reported the government paid.

When asked about the importance of further education the most

important usessited were:

o to improve job performance (91%)

o to get a promotion (90%)

o to become a more well-rounded person (90%)

o to become a better worker (88%)

o to learn more (86%)

o to improve ability to read, write, speak and do math

(83%)



to prepare for another job or career (820)

Most of these workers know about the availability of eduCa-

tional programs but prefer on-the-job training (857), community col-

leges (83%), public vocational schools (787) and company run courses

(757) for their own educational programs. Their preference for lo-

cation is clearly educational institutions (857) or the work site

(82%). As for methods' of learning, preference is for on-the-job

training (89%), lectures or classes (837) and workshops or confer-

ences (827). 'There was no source of information on T-A from which

more than 10% reported receiving information.

When asked from whom they would like to get information about

their T-A plan 87 saiduyeeto co-workers, 467 to supervisors, 22%

to union representatives and 45% to company representatives. Al-

most one-third of these workers reported there was an individual

in the company designated to provide information about education and

careers. Only 8% reported that there was a union representative so

designated. Ninety-six percent reported that they would like to talk

to an advisor if one were available.

Thirty percent reported that the company encouraged employees to

seek additional education or training but only 7% reported company

encouragement for use of T-A benefits. For the union the correspon-

ding percentages are 14% for additional education or training and 10%

for use of T-A benefits.

Of the barriers to participation in further education or training

the vast majority (70-84%) reported inadequate information and advice

as reasons. Specifically, when asked if there are any reasons for not

pursuing further education or training that are problems,

o 757 reported that they don't have adequate information
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about courses that are available

o 75% reported that they do not have adequate information

about what educational' institutions are available

o 82% reported that they do not have adequate advice or

counseling about ava-lable courses and whether they are

qualifLed to take them

o 727 reported that they do Jot have adequate advice or

counseling about available educational institutions,

and

o 84% reported that they do not have adequate advice or

counseling about their career opportunities

In addition, almost half reported scheduling, favoritism on

who gets approval and feeling that they will not get promoted or

a new job as reasons for non-participation.

Eighty-eight percent of these employees want to take further

education, 94% think they need more, but 71% intend to continue their

education in the next two years. Sixty-five percent report that they

will use, their T-A benefits in the next two years.

The demographic make-up of this group of workers is as follows:

o 72% female,

,o 63% 35 or older,

o 86% white,/

o 1% hispanic,

o 50% currently married,

o 49% have dependent' children living at home,

o 76% have a high school degree or less, and

o 557. live in a medium-size or fairly large city

(50,000 - 500,000) or its suburbs.
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Most of these workers work the day shift (92%) and work 30 -

39 hours per week (987). Finally, 96% report earnings of less than

$12,000 annually.

D. Comparison Group - Wave One

Over 61% of the comparison group workers have been cperating

engineers for more than 16 years. Only 10% have been operating en-

gineers for five years or less. In the first wave almost 86% re-

ported that they were familiar with the T-A plan. Only 14% were not

familiar. Of tld 84 workers who knew about the plan 53% thought it

negotiated and 47% thought it was union sponsored.

At T1, 64% of these operating engineers reported that they had

received information about the T-A plan in the past six months. Only

12% didn't, know if they were elegible to take a course under the plan

and only 22% did not know how to request approval to take a course.

None of the reasons for non-use of T-A benefits were problems

for, more than one-fifth of these operating engineers. Only lack of

information was a problem for 20% of the workers.

About 30% of these workers reported that they had participated

in an education program in the last two years and 28% reported par-

ticipation in a training program. Of those who participated the vast

majority did so to be a better union member (927), to upgrade skills

for their present job (927), and for general knowledge (927).

Thirty-nine of these workers reported that the union paid for at

least part of their education and training. Four reported that the

company paid under T-A. It should be remembered that for these workers

the union administers the T-A plan and benefits. Fifteen reported they

paid themselves, three reported that the company paid (non T-A), and



four reported that the government paid.

When asked about the importance of further education the most

important uses were:

o to improve job performance (89%)

o to learn more (89%)

o to be a better union member (87%)'

to become a better worker (867), and

o to become a more well-rounded person (83%)

Most of these operating engineers know about the availability

of educational programs but clearly prefer union run schools (98%) and

on-the-job training (89%) to other educational programs. Their pref-

erence for location was the union hall (89%) and education iustitu-

dons (897). With regard to methods of learning there was a prefer-

ence for on-the-jo§,training (95%), workshops (93%), lectures (90%)

and informal discussion groups '(88%).

Only half of these workers report that they received information

about tuition-aid and education and training from union representa-

tives and at union meetings. When asked from whom they would like to

get information about their T-A plan, 6% said "yes" to co-workers, 6%

to supervisors, 92% to union representatives and 5% to company repre-

sentatives. Ninety-seven percent of these workers.report that there

is a designated individual in their union who can provide advice or

information about education and careers. Almost 60% of these workers

saw this individual in the past two years, yet 95% reported that they

would like to talk to an advisor if one were available.

All of the workers report that their union encourages members to

seek additional education or training and 88% felt that the union en-

courages use of the T-A plan. None of the barriers to participation
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in further education or training were considered to be problems

by more than cne-fourth of these workers.

Eighty percent of these operating engineers want to take further

education or training, 84% think they need more, and 77% plan to con-

tinue their education or training in the next two years. Fifty-seven

percent report that they will use their T-A benefits in the next two

years.

The det.ographir: characteristics of these operating engineers

are as follows:

o 100% male 4

o 91% 35 or oldar,

o 9G% white,

o 4% hispanic,

o 91% currently married,

o 67% have dependent children at home,

o 66% have a high school degree-or less,

o 79% have a trade license or certificate, and

o 82% live in a small town or medium sized city (less than

250,000 people).

Most of these workers work the day shift (99%) and work 40-49

hours per week (957). Finally, 71% report earning $20,000 or more

annually.

E. Wave One Comparisons

In this section we will compare the three model sites and the

comparison site on key attitude, behavior, knowledge and demographic

variables. We try to assess the differences in the four groups of

workers at the initial wave of the survey. It must be remembered at

r-



the outset that the four sites differ in occupation, employers, T-A

plan provisions and union representation. We are dealing with an ex-

periment in a natural setting.

The first set of comparisons looks at a number of information-

related aspects of the T-A plan. In Figure 1 we compare the percen-

tage of workers who are not familiar with their T-A plan.

1003

90%

80%

707.

E
w 60%

0z
50Z

41%
40% -

C.1 307. ""

V
11' 20% .

103 -

Clearly, the Model

and the comparison

that they were not

about equal in the

57.

147.

1:19001 I Model II :lode]. III C..-..:7.1=i17n .
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When we look at the percentages who received information of

the T-A plan the results are very similar. As Figure 2 shows,

very few of the Model III workers (4%) received information while

almost two-thirds of the comparison groups report receiving in-

formation about their T-A plan. Similar results are found where

we look at workers' knowledge of how to request approval to take

a course under the T-A plan.
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Figure 2: Received Information on T-A Plan

As Figure 3 shows 40% of the Model I and 50% of the Model II

workers know how to request approval. Only 19% of the Model III

workers and over three-fourths of the comparison workers report

that they know how to request approval. Again, the comparison

group workers appear to be most familiar with their T-A plan while

the Model III workers are least familiar.
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Knowledge of How to Request Approval

The final information related comparison looks at information

as a problem for workers. As Figure 4 shows for the three experi-

mental models, 57% (Model II) and 66% (Model I and III) perceive

lack of information to be a problem compared with only 20% of the

comparison group.
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Figure 4: Information on T-A is a Problem



The next set of comparisons examines educational behaviors.

In Figure 5 we see the percentage of workers who haVe participated

in education in the past two years. The percentages for Model II,

Model III and the comparison group are all similar (227) while 40%

of the Model I workers report participation.
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Figur, 5: Education Perticipation.

When we look at the use of T-A benefits in Figure 6 we see 57

and 47 use rates for Models I and III respectively and 27% and 377

use rates for Model II and the comparison group. These higher

rates for the latter groups are due in part to the nature of their

T-A plans as discussed earlier.
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Over 90% of all groups report that they would talk to an ad-

visor if one were available as shown in Figure 7.
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Figure 7: Would You Talk to an Advisor

The next set of comparisons look at problems related to par-

ticipation in education and training. Figures 8 through 12 compare

different problems for these workers. In every case the same prttern

holds. Fewer workers in the comparison group report the reasons as a

problem while more workers in Model III report the reason as a problem.

The Model I and Model II workers are close in the per. atages with

more from the former reporting the reasons as problems than from the

latter group.
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Figure 12: Problam of Inadequate Advice out
Career Opportunities

When attitudes about education and future participation are

examined (Figures 13-15) the four groups are fairly similar th

the comparison group reporting least need for more education, lowest

intent to continue education and lowest intent to 1,1ae T-A in the next

five years.
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Figure 14: Intend to Continue Education in
Next Two Years
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Figure 15: Use T-A insNext Two Years.

In the final set of comparisons we look at demographics and

other personal characteristics. The comparisons shown in Figures

16 through 21 suggest that the four groups are made up of workers

who are quite different. With regard to sex (Figure 16) we see

that Model I is almost half male and female, Model III is three-

fourths female and Model II and the comparison groups are almost

all male.
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Figure 16: Sex

The age distributions are also very, Alfferent. Almost three-

fourths of Model I are under 35,' only 97a of the comparison group,

and JO% and 37% of Models II and III are in this age range.
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Figura 17: Age

The race and ethnic distributions show more whites in the com-

parison group and more hispanics in the Model I group.
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The education levels of the four groups are also different.

Only three-fourths of the Model III workers and almost three- fourths

of the Model II workers have a high school education or less while

36% of the Model I workers have a similar level of education.

III -3)
Modal I Mods163e Model III Comparison
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Finally, when we look at income levels we see that the Model I

and especially the Model III workers earn less per year than the

Model II or comparison group workers.
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Figure 2 Income

What these comparisons suggest is that the workers in the three

experimental models and the comparison group are very different.

They are different in. terms of attitudes, behaviors, knowledge of

T-A and perceived problems related'to education. The four groups

of workers clearly differed at the outset of the program interven-_.

tion we are trying to assess. These differences will affect any

conclusions we can make regarding comparisons of the changes in

these factors. Next we look at the second wave data and then move

to examining the changes from T1 to T2 for the models.
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F. Model I - Wave Two

Fifty-five percent of the cross-section of workers surveyed at

Model I in wave two have been employed by GT/C for five years or less.

Twenty-eight percent have been with the company for more than ten.

In the wave two sample, 237 were very familiar with the T-A plan

and an additional 617, were somewhat familiar with the plan. Less

than one-fifth reported that they were not familiar with the T-A plan.

Of the seventy-six workers who knew about the T-A plan 717, knew. it was

a negotiated plan and 570 thought it was union sponsored.

At wave two almost three-fourths of the workers reported that

they had received information about the T-A plan in the past six

months and over 5070 had received information about education and

training. Forty-two percent of these workers did not know if they

were eligible to take a course under the T-A plan and 5470 did not

know how to request approval to take a course.

Of the problems reported as reasons for non-use of T-A, lack of

information was a problem for 427, of the workers. Other reasons cited

were inability to pay in advance (3370), not enough costs being covered

(28%) and education programs wanted were not covered (24%).

Almost two-fifths of these workers reported that they had par-

ticipated in an education program in the last two years while almost

3070 participated within the past six months. Of those who have partic-

ipated, the vast majority did so for general knowledge (8970), for career

advancement (71%), and to get a degree, certificate or diploma (66%).

Nine workers reported that their T-A plan paid for at least a part of

their education, 31 reported that they themselves paid, one reported

that their union paid, 11 reported that their company (not T-A) paid,
0.

and seven reported that the government paid.
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When asked about the importance of further education the most

important uses cited by this group of. worke:s were:. to learn more

(9C%), to become a better worker (887), to improve job performance

(877), to become a more well-rounded person (857), ana to improve

their ability to read, write, speak and do math (81%).

The vast majority of GT/C workers at wave two knew about avail-

able educational programs and had preference for community col-

lege (857), on-the-job training (797) and 4-year college (747)

programs. Their preference was to have programs located ac educa-

tional institutions (897) and at the work site (677). With regard

to methods of learning, these workers prefer on-the-job training (927),

lectures (887) and workshops (857).

At wave two, workers reported receiving information on T-A

from handouts (567), company newsletter (37%), co-workers (30%),

supervisors ('30%), union representatives (28%), company meetings (287)

and bulletin board notices (26%). When asked from whom they would

like to get information in their T-A plan these workers said yes to

co-workers (157), supervisors (537), union representatives (257) and

company representatives (50%) .

In wave two 587 indicated that there is a company official who

could provide information about education or careers and 377 indi-

cated that there was a union person so designated. Almost half of

these workers saw this person in the past six months and three-

fourths of these found the meeting useful or helpful. Ninety -six

percent, however, stated that they would like to talk to an advisor

about their educational or career plans.

Almost 557 reported at wave two, th t GT/C encouraged employees
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to use T-A benefits and almost 40% reported that their union (CWA)

encouraged members to use these benefits.

Overall, factors related to information and advice were the

major problems affecting decisions to participate in education or

traih ng by workers at wave two. Specifically, when asked if there

ere any reasons for not purs,__ng further education or training that

are problem7,

o 60% reported that they don't have adequate information

about courses that available,

o 50% reported that they do not have adequate information

about what educational institutions are available,

o 6l% reported that they do not have adequate advice or

counseling about available courses and whether they are

Qualified to take them,

o 51% reported that they'd() not have adequate advice or

counseling about available educations institutions,-

o 57% reported that they do not have dequa'ce advice or

counseling about their career oppor ities,

In addition, scheduling (527), work schedule (4l%), and free

time (38%) wer^ reported as problems for these workers.

Ninety perce-At of the workers at wave two want to take further

educatiol or training. 95% think chey need more and almost 801, in-

tend to continue their education or training in the next two years.

Also, 65% report that they will use their T-A benefits in the next

two years.

The demographic characteristic_ of the wave two workers show

that 55% are female, 68% are younger than 35, 8l% are white, 237

are hispanic, 55% are currently married, 48% have dependent children
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living at home, 32% have a high school degree or less, and 81%

lived in a city or its suburbs (50,000 or more). Most of these

workers work the day shift (92%) and work 40-49 hours per week (877).

Finally, at wave two, the majority of workers (61%) reported that

their annual earnings were less than $17,500.

G. Model II - Wave Two

Of the workers surveyed in wave two,59% have been operating

engineers for more than 15 years. Only 26% have been in this occu-

pation for five years or less.

On the second wave survey almost 607 of the workers reported

that they were familiar with the T-A plan. Of the 27 workers who

knew about the plan, 70% thought it was union sponsored and 267

thought it was a negotiated plan.

Only 32% of these workers reported that they had received in-

formation about the T-A plan in the past six months and 39% had

received information about education and training. Over two-fifths

of the workers did not know if they were eligible to take a course

under the T-A plan and 54% did not know how torequest to take a

course.

The problems reported by these operating engineers as reasons

for non-use of T-A were as follows:

o 32% reported that there was too much red tape,

o 32% reported that the education programs they wanted

were nct covered,

O 33% reported that the education institutions they

wanted were not covered,
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o 4090 reported that they have inadequate information,

o 37% reported that not enough of the costs are

covered,

o 4190 reported that they were unable to pay in advance,

and

o 4390 reported that they were unwilling to pay in

advance.

Only 6 of these workers reported that they participated in an

education program in the past two years but four had participated

in the past six months. Six wo-.:ers reported that they had partic-

ipated in a training program in the past two years and five partic-

ipated in the past six months. Of these, the majority participated

for general knowledge (8190), to be a better union member (7990), for

career advancement (77%), or for better wages (77%).

When asked who paid for (any part) of their education or train-

ing, two said that their company paid under T-A, but 9 said that the

union paid. The operating engineers union administers the T-A bene-

fits. Eight reported that they themselves paid, and five reported

that the government paid.

When asked about the importance of further education or training

the most important uses cited were:

o to improve job performance (94%),

o to learn more (9490)

o to be a better union member (89%),

o to prepare for retirement (88%) ,

o to become a more well-rounded person (8890), and

o to improve ability to read, write, speak o- do

math (84%)
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Most of these workers know about available education programs

but preferred union run schools (92%), and on-the-job training (857).

Their preference for program location was the union hall (897), the

work site (79%) and educational institutions (797). With regard to

methods of learning there was a clear preference for on-the-job

training (957), workshops (94%) and lectures (90%).

The only sources of information on T-A from which more than one-

fourth of the workers reported receiving inZormation were union meet-

ings (357), the union newspaper (31%) and union representatives (31%).

When asked from where they would like to get information on their T-A

plan, these workers said "yes" to co-workers (67), supervisors (67),

union representatives (80%), and company representatives (77).

At wave two, only 177 indicated that there is a company official

who could provide information about education and careers. Almost

three-fourths, however, indicated that there is a union person so

designated. Only nine people saw this individual in the pest two

years and only five in the last six months.

Two-thirds of these found the meeting useful or helpful. Almost

90% stated that they would like to talk to an adviser about their ed-

ucational or career plans.

Only 16% reported that their company encouraged use of T-A benefits

but almost half indicated that their union encouraged such use.

Overall, factors related to information and advice were considered

to be the major problems in relation to continuing education or train-

ing. When asked if there were any reasons for not pursuing further ed-

ucation or training that are problems;

o 57% reported that they don't have adequate information

about courses that are available
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o 55% reported that they do not have adequate information

about what educational institutions are available

o 6% reported that they do not have adequate advice or

counseling about available courses and whether they are

are qualified to take them'

o 63% reported that they do not have adequate advice or

counseling about available educational institutions,

and

o 68% reported that they do not have adequate advice or
AI

counseling about their career opportunities

In addition, distance to where programs are offered (50%),

work schedule,(50%), and education schedules (42%) were reported as

problems by these operating engineers.

On wave two 78% indicated that they want to take further edu-

cation or training, 80% think they need more and 60% intend to con-

tinue their education or training. Also, 55% report that they in-

tend to use their T-A benefits in the next two years..

The demographic characteristics of these operating eng::lee.

are as follows:

o 100% male

o 82% 35 years old or older,

o 90% white,

o 6% hsipanic,

o 81% currently married,

o 47% have dependent children living at home,

o 82% h ! a high school degree or less, ana

o 55% live in a city or its suburbs (50,000 or more).
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Most of these workers work the day Shift (947) and 93% work be-
e.

tween 40-49 hours per week. Finally, 747 of these workers in -;:7e

two reported annual earnings of $17,500 or more.

H. Model III - Wave Two

Fifty-one percent of the cross-section of workers sur-Q.yed at

wave two report that they have been employed by the State c.f Connec-

ticut for five years or less. These workers are represerted by two

unions: 757 by CSEA and 257 by CEUI.

At wave two, 74% of the workers were familiar with their T-A

plan. Only 26% reported that they were not familiar Nit), the T-A

plan. Of the 62 workers who knew about the T-A plan, aurost 70% ',new

it was a negotiated plan. Over 307, however, thought it we,t;

company sponsored (227) or union sponsored (97).

Over half (537) of the wave two workers reported that ?lad

received information about the T-A plan in the past six mont..1-.s and

567 had received information about education and training. Fifty-

three percent of these workers did not know if thei vTe_4e eligible

to take a course wider the T-A plan and 597 did .now how to re-

quest approval to take a course.

Of the problems reported as reasons for non-use of T-A, lack of

information was a problem for 40%. Other rea3onE cited were inability

to pay in advance (367) and not enough costs being covered (327).

Of these workers, 267 reported that they had p,..rticipated in an

education program in the past two years, wit% 237 reporting partici-

pation in the past six months. Of those who gave participated, the

vast majority did o for better wages (76%), career advancement (75%)

and for general knowledge (73%). Five workers in wave two reported
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that tuition-aid paid for at least a part of their education, 11

reported that they paid themselves, one reported that their union

paid, ten reported that their company (non-T-A)'aid, and ten re-

ported that the government paid.
.

When asked about the importance of further education or train-

ing the most important uses cited by these workers were: To im-

prove job performance (89%), learn more (867), to get a promotion

(86%) and to become a more w/ 11-rounded person (80%).

Most of the Connectic t workers at wave two knew about avail-

able education programs 4d preferred on-the-job training (80%),

community colleges (78%i and public vocational schools (74%) . Th, it

preference for program location was educational institutions (8 %)

and the work site (787). With regard to methods of learning hese

workers prefer on-the-job training (907), lectures (837), d work-

shops (81%).

On the wave two survey, workers reported receiving information

on T-A from union representatives (257), co-workers (24%), company

newsletters (20%) and bulletin board notices (197)./ When asked from

whom they would like to get information on their T/-A plan these

workers 'aid "yes" to co-workers (87), supervisors (49%), union rep
L

resentatives (33%) and company representatives' (37%) .

At wave two, 58% indicated that there is a company official who

could provide information about education or careers and 34% indicated

that there was a union person so designated. Thirty-eight percent of

these workers saw this person in the past six months and almost three

fourths of these found the meeting useful or helpful. Ninety-four per-

cent, however, stated that they would like to talk to an adviser about

their educational or career plans.
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On the wave two survey almost one-third of the workers reported

that their employer and their union encouraged use of T-A benefits.

Overall, factors related to information and advice were per-

ceived as problems by these workers in relation to continuing their

education or training. When asked if there were any reasons for not

pursuing further education or training that are problems,

o 47% reported that they don't have adequate information

about courses that are available,

o 48% reported that they do not have adequate information

about what educatial institutions are available,

o 54% reported that they do not have adequate advice or

counseling about available courses and whether they are

qualified to take them,

o 487 reported that they do not have adequate advice or

counseling about available educational institutions,

o 557 reported that they do not have adequate advice or

counseling'about their career opportunities.

In addition, scheduling (477), unsafe location of programs (34%)

and distance (31%) were reported as problems for these workers.

In the wave two survey_78% of the workers reported that they want

to take furthei education or training, 837 think they need more and 62%

intend to continue their education and training. Also, 567 report that

they intend to use their T-A benefits in the next two years.

The demographic make-up of the wave two workers is as follows:

o 77% female,
1

o 367 under 35 years old,

o 89% white,

o 3% hispanic,
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o 42% currently married

o 327 have dependent children living at home,

647 have a high school diploma or less, and

o 707 live in a city or its suburbs (50,000 or more).

All of these workers work the day shift and almost 98% work 30-39

hours per week. Finally, 687 of the workers at wave two reported an-

nual earnings of less than $10,000.

I. Comparison Group - Wave Two

Half of the comparison group workers at wave two have been 0

operating engineers for more than 16 years. Only 177 have been

operating engineers for five years or less.

In the wave two survey, 737 of the workers reported that they

were familiar with their T-A plan. Of the workers who knew about

the plan 61% thought it was union sponsored while 367 thought it

was a negotiated plan.

Almost half of the comparison group reported receiving informa-

tion, about the T-A plan, in'the past six months and 71% indicated

that they received information about education and training. One-

fourth of the workers did not know if they were eligible to take a

course under the T-A plan and 24% do not know how to request approval

to take a course.

Of the problems reported as reasons for non-use of T-A, not

enough costs covered (30%) and inability to'pay in advance 27% were'

the only problems cited by more than one-fourth of the workers.

Only 8% of these workers reported that they had participated in

an education program and 23% reported participating in a training

program. Of these, the vast majority did so for better wags (91%) ,
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for general knowledge (887), for career advancement (887) and to up-

grade skills (85%). Two operating engineers reported that T-A paid

for at least a part of their education or training but nine said the

union.paid and the union administers the T-A plan. Six workers re-

ported that they themselves paid, two that their company (not T-A)

paid and two that the government paid.

When asked about the importance of further education and train-

ing the most important uses cited were:

o to become a better worker (90%)

o to improve job performance (85%)

o to prepare for retirement (797)

o to be a better union worker (787), and

o to learn more (77%)

Most of the operating engineers at wave two knew about avail-

able education progams but clearly preferred union run courses (100%)

and on-the-job training (957). They preferred to have education prl-

grams loqated at the union 11411 (897) or the work site (847) and pre-

ferred on-the-job training (100%) and workshops (867) as the method of

learning.

On the wave two survey the operating engineers reported receiving

information on T-A at union meetings (41%), from union representatives

(35%) 4nd from mailings to their homes (337). When asked from whom

they would like to get information on their T-A plan they said "yes"

to co=workers (13%), supervisors (10%) union representatives (837) and

company representatives (2%).

Over 75% of these operating eng-eers indicated that there was a

union person designated to provide about education and careers.

Thirty-eight percent saw this person in ..he past six months and 447 of
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these found the meeting useful or helpful. Almost 90% stated that

they would like to talk to an advisor about their educational or

career plans.

Fifty-seven percent of these workers report tbs,. their companies

encourage use of T-A and 827 report that their unioiL encourages use

of T-A. The problems for participation in education or training rer

ported by these workers were: distance (337), schedules of education

programs (31%) and work schedules (31%) .

In the wave two survey 657 of the operating' engineers repoited

that they want to take further education oz training and 647 think

they need more. Half intend to continue their education or training

and 487 intend to use their T-A benefits in the next two years.

The demographic characteristics of these operating engineers

are as follows:

o 100% male,

o 787 35 or older,

o 937 white,

o 87 hispanic,

o 867 currently married

o 487 have dependent children living at home,

o 64% have a high school degree or less,

o 567 have a trade license or certificate and

o 79% live in a small town or medium sized city.

All of these workers work the day shift and 93% work 40-49 hours

per week. Finally, 737 report earnings of $17,500 or more annually.
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IV. Progra Effects .- Changes Over Time

This s ction provides a discussion of the program effects on the attitudes,

knowledge and behavior of workers at the model sites. The analysis focuses

on change which is deffned as a difference between distributions differen-

tiated by time. As we stated earlier, it is safe to attribute any change

to the program intervention because: (a) major events likely to influence

changes were monitored and controlled in the project; and (b) the history of

attitudes and behavior has been constant for so long.

In addition to presenting the changes that resulted from the program

models, it is important to discuss "lack of change" or stability. It will

be important not only to know which attitudes and behavioFs. remairi7Stable,_4ui.......____

it will also be critical to assess in which areas the programs had little

affect or 4Memethe model needed expanding or additional components. What
..._

follows then, is a discussion of change and stability in the attitudes, knowledge

and short-range behavior of workers related to education, training and

T-A. The true test of the success of these programs, however, is three, five and

ten years in the future. Behavioral outcomes such as increases in participa-

tion in education and training; occupational, career and other adult

transitions; and changes in workplace behaviors ;productivity, performance

quality, morale, absenteeism) cannot be expectcd to occur in the six months to

one year that these programs operated. We discuss the program effects on

knowledge, behaviors and attitudes for each model in turn.

Since the workers at the three models and one comparison site did not start

with similar knowledge, attitudes and behaviors, any comparison of the changes

would be misleading. As the data presented in Part III of this section

showed, the workers were very different at the start of the project. A change

of 10% on one variable may be significant for Model I and not significant
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for Model III. Any comparisons, therefore, must be viewed with this in mind.

Contingency tables are used for the analyses, whereby, wave two results

are compared to wave one results by assessing the change in the distribution.

over time. Difference of percentage or a Z score is calculated and level of signi-

ficance determined. Since the direction of change is being predicted, a

one-taileiltest of significance is employed.

A. Model I

TABLE 1: KNOWLEDGE AND INFORMATION

A key element in this model program was to increase worker knowledge about

their T-A plan by improving the flow of information to workers about these

plans. Tables 2 through 5 show changes in various aspects of worker knowledge

about TA and information delivery.

TABLE 2: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS FAMILIAR WITH THE
EXISTENCE OF A TUITION-AID PLAN.

Very or Somewhat
Familiar

Not
Familiar

T
1 59.0 41.0 100

T2
84.0 16.0 100

T
2
-T

1 25.0 -25.0

Z=3.93

Significance = .000

Table 2 shows that there is a significant change in worker familiarity

with the existence of a T-A plan. Twenty-five percent more workers at T2

were very or somewhat familiar with the T-A plan than at T1. With a significance

level of .000, this suggests that there is a significant difference between T2

and. T workers with regard to their familiarity with their TA plan.
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TABLE 3: CHANGE IN PERCENTAGE OF MODEL I WOPKE15 1-i0 HAVE RECEIVED INFOR-
MATION ABOUT TUITION-AID IN THE L\ST STX MONTHS.

YES NO it

T
1

20.0 80.0 55

T
2

72.5 27.5 91

T2 -7
1

52.5 -52.5

Z=7.35

Significance = .000

In Table 3, we see a drastic increase in the percent of workers who

received information on their T-A plan as a consequence of the program.

The increase of over 50.points resulted in a highly significant Z score.

TABLE 4: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO KNOW IF THEY ARE
ELIGIBLE TO TAKE A COURSE UNDER THEIR TA PLAN.

YES NO

T
1

42.0 58.0 76

T
2

58.0 42.0 90

T
2
-T

1
16.0 -16.0

Z=2.05

Significance . .02

When worker knowledge of eligibility is assessed in Table 4, we find a

change of 16:points. That is, 16 % .more. workers at T2 know if they are eligible the

at T
1'

The change is significant at the .02 level. In other words, there is

a significant difference between T
2

and T. workers on their knowledge of

eligibility.
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The final variable related to knowledge of TA assesses worker knowledge

of how to request approval to take a course.

TABLE 5: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO KNOW HOW TO REQUEST
APPROVAL TO,TAKE A COURSE UNDER THE TA PLAN

YES NO

T
1

30.0 70.0 68

T
2

46.0 54.0 92

T
2
-T

1
16.0 -16.0

Z=2.05

Significance = .02

Again, we find a 16% change between T2 and T1 which suggests a signifi-

cant difference in worker knowledge of how to request course approval before

and after the program interventions.

Another way of assessing the programs impact on knowledge and informa-

tion delivery is to see if there is any change in worker perceptions about

inadequate information on T-A being a problem.

TABLE 6: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO REPORT INADEQUATE
INFORMATION ABOUT T-A TO BE A PROBLEM

Yes,it is a
problem

No, it is not
a problem

T
1

65.6 34.4 64

T
2

41.9 58.1 86

T
1
-T

2
-23.7 +23.7

Z = 2.91

Significance = .002



Table 6 confirms our other findings. The percentage of workers who

considered inadequate information about TA to be a problem decreased by over

23 points, a high7y significant change.

In addition to looking at changes in worker knowledge and general

information delivery, we were able to assess any changes in how this infor-

mation on T-A wa: delivered. In Table 7, we show changes in the percentage of

workers who report receiving information on T-A from each source.

TABLE 7: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS RECEIVING INFORMATION
ON T-A

Method of Deliverer T
1

T
2

Employee handbook

Handouts to
employees

Mailings to home

Bulletin board
notices

In company news-
papers or newsletters

In union newspaper

At union meetings

At company meetings

From counselor or
adviser

From co-workers

From supervisors

From union
representatives

ILIa__
Z Significance

23.0 24.8 1.8 .33 N.S.

9.0 56.4 47.4 7.12 .000

10.0 13.9 3.9 .62 N.S.

17.0 25.7 8.7 1.55 .10

20.0 36.6 16.6 2.66 .004

3.0 18.8 15.8 3.64 .000

1.0 10.9 9.9 3.13 .001

4.0 27.7 23.7 .4.62 .000

6.0 12.9 6.9 1.71 .04

22.0 29.7 3.9 1.29 .10

25.0 29.7 4.7 .79 N.S.

2.0 27.7 25.7 5.20 .000

In every case, a higher percentage of workers at T2 reported receiving

informatic' on TA from that source. Only three of the twelve methods showed in-
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significant changes while handouts, union representatives and company meetings

had highly significant changes'of over 20%

While the Model I program was primarily concerned with delivering better

and more complete information about T-A, we found that education and

training information was also given to workers.

TABLE 8: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO HAVE RECEIV-D
INFORMATION ABOUT EDUCATION AND TRAINING IN THE LAST SIX MOHTS

YES NO N

T
1

32.3 67.7 96

T
2

52.3 47.7 86

T
1
-T

2
20.0 -20.0

Z = 2.74

Significance = .003

As Table 8 shows, there has been a significant change in the percEntage

of workers who reported receiving information about education and training.

In addition to knowledge about T -.'1, we were interested in asJessinc,_any

changes in worker knowledge of the availabil:ty of education and career advisors

through their company and their union. As Tables 9 and 10 clearly demonstrate,

there were significant differences in the knowledoe of workers between T1 and

T2. Over 26% more workers at 1.,4 knew about tne avc.iliability of advisor

from the company and over 23% more knew about a union advisor.

TABLE 9: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO KNOW ABOUT A COMPANY
REPRESENTATIVE WHO CAN PROVIDE ADVICE OR INFORMATION

YES

NO/DON'T
KNOW

T
1

31.6 68.4 98

T
2

58.3 41.7 96

T -T 26.7 -26.7

IIIso

Z = 3.61

Significance = .000



TABLE 10: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO KNOW ABOUT A
UNION REPRESENTATIVE WHO CAN PROVIDE ADVICE OR INFORMATION

YES
NO/DON'T
KNOW

T
1

13.7 86.3 95

T
2

36.8 63.2 95

T2 -Ti 23.1 -23.1

Z = 3.65

Significance = .000

2 - Behaviors

While there were a large number of variables which were use ^ assess

program impact on knowledge and information delivery, there were oi.ly

few measures which directly assess worker behaviors. As we stated

however, we would expect to see behavioral changes further in the futh, .

Never-the-less, we are able to look at changes in participation in edw!,io,,

and training, use of T-A and use of an education or career advisor.

TABLE 11: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PARTICIPATED IN
AN EDUCATION PROGRAM

YES NO

T
1

40.4 59.6 94

T
2

36.4 63.4 99

T
2
-T

1
-4.0 4.0

Z .57

Signi'icance = N.S.



As Table 11 suggests, tne), was no real change in education participation.*

The slight decrease of 4% is non-significant. When we look at participation

in a training program, the difference is even smaller (see Table 12).

TABLE 12: CHANGE IN The PERCENTAGE OF MODEL I WORKERS WHO PARTICIPATED IN
A TRAINING PROGRAM

YES NO

T1 26.4 73.6 91

T
2

28.7 71.3 94

T
2
-T

1
2.3 -2.3

Z = .348

Significance N.S.

in Table 13, we look at the use of T-A benefits. While the increase

from 5% to 9% is not significant in terms of statistical tests when compared

to national use rates, the 9.0% is very high. Again, however, it would be

incorrect to base any strong conclusions on this because of the limited ope-

tional time for the model program.

TABLE 13: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO USED THEIR T-A
BENEFIT (NO + NON-RESPONSE COMBINED)

YES

NO/NO
RESPONSE

T
1

5.0 95.0 100

T
2

9.0 81.0 101

T
2
-T

1
4.0 -4.0

Z = 1.11

Significance = N.S.

* Because of large item non-response, we were forced to use the questions

which ask about participation in the last two years rather than the last six

months.
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Our final behavioral criteria looks at changes in the percentage

of workers who have seen an advisor in the last six months. Since the

program model trained EIAs to deliver information to workers, we would

expect to see some change on this variable.

TABLE 14: CHANGE IN 'rHE PERCENTAGE OF MODEL I WORKERS WHO HAVE SEEN AN
ADVISOR 7N THE LAST SIX MONTHS (NO AND NO-RESPONSE COMBINED)

NO /NO

YES RESPONSE

T
1

10.0 90.0 100

T, 31.8 68.2 101

T2-71 21.8 -21.8

Z = 3.76

Significance = .000

As Table 14 shows, alsmot 22% more workers saw an advisor at T2

than at T
l'

a very significant difference.

3 - Attitudes

In addition to changes in worker knowledge, information delivery and

behaviors, we were interested in looking for any attitudinal changes that may

have resulted from the model program. As such, we will look at attitudes

related to T-A, education and training and company and union encouragement.

Earlier we discussed the change in worker perceptions of inadequate

information about TA as a problem. Since the problem of inadequate information

was reduced, it will be interesting to see if worker attitudes about other

problems changed as a result of the project. As Table 14 shows, in almost

every case the percentage of workers reporting a reason as a problem

decreased by a small amount.



TABLE 15: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS REPO ING A REASON
AS A PROBLEM RELATED TO USE OF TA BENEFITS (YES LY)

REASON

Too much red tape in applying
for and getting approval for
education or training

Education programs I want
to take are not covered under
the tuition-aid plan

Educational institutions I
want to go to are not covered
under the plan

Not enough of the costs are
covered under the plan

I am not able to pay in advance
even though I will be reimbursed

I am not willing to pay in
advance

YES
T

1
T
2

T -T
2 1

24.6 22.1 -2.5

12.5 24.4 11.9

17.5 14.6 -2.9

31.6 27.5 -4.1

41.7 32.6 -9.1

21.4 18.8 -2.6

The only reason that showed an increase was related to coverage of

educational programs. This may be due, in part, to the fact that more workers

knew about the T-A plan and what programs are covered.

Also related t TA is the perception of workers concerning the future

use of TA benefits. When asked if they intend to use their T-A benefits

in the next two years, we find a small increase (7: points in the percentage of

workers at T
2
who said yes. This is shown in Table 16.

TABLE 1 : CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO WILL USE THEIR
T-A BENEFITS IN THE NEXT TWO YEARS.

YES NO

T
1

58.0 42.0 94

T
2

65.0 35.0 94

T
2
-T

1
7.0 -7.0
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While there was no significant change, the fact that almost 60% at Ti

and 65% at T
2
said yes suggests that a consistently large proportion of

workers intend to use their T-A benefits.

The next set of data examine worker attitudes about education and

training. First, we look at worker attitudes about the personal importance

of further education or training. Here we Find a considerable degree of

consistency between workers at T1 and 12. As Table 17 shows, the top

four rankings are the same at both points in time.

TABLE 17: TOP FIVE RANKINGS OF THE PERSONAL IMPORTANCE OF EACH OF THE
FOLLOWING POSSIBLE USES OF FURTHER EDUCATION AND TRAINING BY
MODEL I WORKERS

T1 T
2

To complete an educational program for
a diploma, certificate, or degree

To meet new people

To become a more well-rounded person 4 4

For social skills

To improve job performance 3 3

To learn skills for hobbies

To be a better union member

To improve my ability to read, 5

write, speak, and do math

To be a better, parent

To get a promotion

To improve family life

To prepare for another job or career

To better understand community issues

To learn more (knowledge for the sake
of knowledge)

to be -a better worker

To prepare for retirement
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Preferences for educational programs, locations and methods were also

consistent across times. At T
1

the highest percentage of workers preferred

on-the-job training followed by community/College programs. At T2 the

order was reversed, but these two programs still ranked the highest in those

preferred by workers.- At both Tl and T2, workers preferred to have their

programs located at educational institutions and the wok site more than at

any other location. Also, with regard to preference for methods of training

workers ranked on-the-job training, lectures and workshops the highest at

both T
1
and T

2'

Workers were also asked a series of questions about educational goals,

needs,and future participation. In Figure 22-, we see that very large per-
/

centages of workers at both TI and T2 report that they want to take further

education or training.
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Figure 22: Want More Education - Model I



Equally high percentages at both times feel that they need more

education. Well over 90% at each report they need more education or training.

(See Figure 23).
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that they intend to continue their education or training in the next two years.

Almost 80% of both the T
1
and T

2
sample-Of workers intend-to continue their

learning.
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The final set of variables related to educational participation looks

at barriers that workers perceive as affecting their educational participation.

While the percentage of workers reporting most of the reasons as problems

remained constant and low (see earlier section for a description) there were

some changes that should be discussed. There were also some reasons that

showed little change but which are problems for a large proportion of

workers. These will also be presented.

Table 16 shows the change in the barrier of inconvenient educational

scheduling. As the table suggests, there is a significant increase in the

percentage of workers who consider this to be a problem. This increase may

be due, in part, to the increased awareness of T-A benefits and educational

offerings by these workers. This increased knowledge may cause new problems

to emerge and scheduling appears to be one Of these.

TABLE 16: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INCONVENIENT
SCHEDULING OF EDUCATION PROGRAMS AS A PROBLEM.

Yes, it is a
problem

No, it is not
problem

T
1

34.0 60.0 97

T
2

51.6 48.4 91

T
2
-T

1
17.6 -17.6

Z =2.44

Si(oificance a. .007

Tables 17-21 look at changes in problems relatel to information and advice.

TABLE 17: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INADEQUATE
INFORMATION ABOUT AVAILABLE COURSES AS A PROBLEM

No, it is not
problem

38.8 98

40.4 94

1.6

Yes, it is a
problem

T1 G1.2

T
2

59.6

T
2
-T

1
-1'.6

Z =1.23

Signiflcance N.S.



As Table 17 shows, there is no significant change in the percentage of

workers who perceive inadequate information on available courses as a problem.

At both T
1

and T
2
about 60% of these workers consider this a problem. It

should be remembered that the primary Model I objective was not to provide

such information. Table 18, which looks at the problems of inadequate

information about educational Institutions shows similar results. While

the percentages of workers who perceive this as a problem are slightly lower,

there is no significant change between T1 and T2.

TABLE 18,: /CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INADEQUATE
!INFORMATION ABOUT EDUCATIONAL INSTITUTIONS AS A PROBLEM.

I

\I Yes, it is a No, it is not
i problem problem N

T1 55.6 44.4 99

T
2

50.0 50.0 94

T
2
-T

1
-5.6 /5.6

'Z = .78

Significance = N.S.

These two tables show that educational'information is still a problem for

many of these workers and that the model program'did little to charge this

situation.

While the program did little to change the information problem, it does

seem to'have had an affect on advice and counseling related problems. Tables

19-21 show significant decreases in the percentage of workers who consider

inadequate advice about4, (a) available courses; (b) available institutions,

and (c) career opportunities to be a problem.



TABLE 19: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PE CEIVE INADEQUATE
ADVICE ABOUT AVAILABLE COURSES AS A PROBLEM

Yes, it is a
problem

No, it is not
problem

T
1

71.7 28.3 99

T
2

60.6 39.4 94

T
2
-T

1
-1E1 11.1

Z(- 1.63

Significance =.05

TABLE 20: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INADEQUATE
ADVICE ABOUT AVAILABLE EDUCATIONAL INSTITUTIONS AS A PROBLEM

Yes, it is a
problem

No, it is not
problet

T1 64.6 35.4 99

T
2

51.1 48.9 94

T
1
-T

2
-13.5 13.5

Z= 1.90

Significance = .03

TABLE 21: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INADEQUATE
ADVICE ABOUT CAREER OPPORTUNITIES AS A PROBLEM

Yes, it is a
problem

No, it is not
problem

T
1

66.7 33.3 99

T
2

57.4 42.6 94

T
1
-T

2
-9.3 9.3

Z = 1.33

Significance = .09

Despite these significant changes, these three factors remain as problems

for between 50 and 60 percent of the workers.
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Three additional factors showed significant changes between T1 and T2.

In each case, the change was in the direction of increased concern. As we

suggested earlier, when workers knew more about their TA plan other factors

may emerge as being problematic. Specifically, as Tables 22-24 show child

care, work schedules, and lack of chances for a promotion showed significant

increases.

TABLE 22: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE LACK
OF CHILD CARE AS A PROBLEM

Yes, it is,a
problem

No, it is not
problem

T
1

6.1 93.9 97

T
2

18.3 81.7 93

T
2
-T

1
12.2 -12.2

Z = 2.60.

Significance = .005

TABLE 23: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INABILITY TO
REARRANGE WORK SCHEDULE AS A PROBLEM

Yes, it is a
problem

No, it is not
problem

T
1

23.2 76.8 95

T
2

41.2 58.8 97

T
2
-T

1
18.0 -18.0

Z = 2.69

Significance = .004

TABLE 24: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO PERCEIVE INABILITY
TO GET PROMOTED AS A PROBLEM

Yes, it is a No, it is not
problem problem

25.5 74.5 93

T
2

36.6 63.4 98

T1

T
2
-T

1

111-61 9
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In order to assess worker preferences in who they would like to get

information on T-A from a list of individuals (positions) were provided. As

'described earlier, only a small percentage responded favorably to co-workers

(12% at Tl and 15% at 1.2). For company representatives, the percentages

remained fairly constant around 50 percent, but for supervisors and union

representatives, there were some significant changes. As Table 25 suggests,

there was a significant decrease in the percentage of workers who responded

favorably to supervisors, while there was a significant increase with regard

to union representatives. (See Table 26).

TABLE 25: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO WOULD LIKE TO RECEIVE
INFORMATION ON TA FROM SUPERVISORS (NO/NO RESPONSE COMBINED)

YES
NO/NO
RESPONSE

N

T1 69.7 30.3 100

T
2

52.5 47.5 101

T
2
-T

1
-17.2 17.2

Z = 1.89 -

Significance = .03

TABLE 26: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO WOULD LIKE TO RECEIVE
INFORMATION ON TA FROM UNION REPRESENTATIVES (NO AND NO RESPONSE COMBINED)

YES
NO/NO
RESPONSE

T
1

12.1 87.9 100

T
2

25.0 75.0 101

T
2
-T

T
22.9 -22.9

99 111-62
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When workers were asked if they would like to talk to an advisor about

their educational or career plans, we found 97% at TI and 96% at T2 who

responded in the affirmative. Clearly, these workers would like. to talk to an

advisor about their plans.

The final set of attitude changes we will look at are related to worker

perceptions of their company's and union's attitudes about education and

training and TA. In Table 27, we see that the percentage of workers who felt

that their company encouraged workers to seek additional education and training

was high at T1 and remained high at T2.

TABLE 26: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO FEEL THAT THEIR
COMPANY ENCOURAGES EMPLOYEES TO SEEK ADDITIONAL EDUCATION AND TRAINING

YES
NO/DON'T
KNOW

T
1

57.6 42.4 99

T
2 61.6 38.4 99

T
2
-T

1
4.0 -4.0

Z = .57

Significance = N.S.

When company encouragement for use of TA is looked at, however, we see a

significant increase from T1 to T2. Over 29% more workers at T2 felt that

their company encouraged employees to use TA benefits than at T1 (see Table 27).

TABLE 27: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO FEEL THAT THEIR
COMPANY ENCOURAGES EMPLOYEES TO USE TA BENEFITS

YES
NO/DON'T
KNOW

T
1

25.3 74.7 99

T
2 54.5 45.5 99

T
2
-T

1
29.2 -29.2

Z = 4.05

Significance = .000
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Tables 28 and 29 look at tha same perceptions, but as they relate to local

unions. Here we see that there is a significant change of over 28 points related

to encouragement for additional eduf

toencouragement for use of T-A be!.

TABLE 28: CHANGE IN THE PERCENTAGE
UNION ENCOURAGED MEMBERS 11

d training and over 33 points related

7 WORKERS WHO FEEL THAT THEIR LOCAL
DITIONAL EDUCATION AND TRAINING

YES

NO/DON'T
KNOW

T
1

14.1 85.9 99

T
2

42.4 57.6 99

T
2
-T

1
28.3 -28.3

Z = 4.42

Significance = .000

TABLE 29: CHANGE IN THE PERCENTAGE OF MODEL I WORKERS WHO FEEL THAT THEIR LOCAL

UNION ENCOURAGES MEMBERS TO USE TA BENEFITS

YES

NO/DON'T
KNOW N

T
1

6.1 93.9 99

T
2

39.4 60.6 99

T
2
-T

1

33.3 -33.3

Z = 5.50

Significance = .000

4.-!Discussion

What do the preceeding analyses tell us about the workers at the Model

I site and about the impact of the program on the knowledge, behavior and

attitude of these workers?
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Impact on Knowledge and Information Delivery. The primary objective of the

Model J program was to increase the knowledge of workers about TA by improving the

delivery of information to workers and, as a consequence of these, to affect

changes in attitudes and behaviors. It seems clear from the analyses that

worker knowledge of T-A changed as a direct result of the program. Many more

workers received information about their TA and fewer workers considered

inadequate information to be a problem related to their use of TA benefits.

Also, as part of the program, many different modes of information delivery were

employed as a means of letting the workers know about their TA benefits.

Workers also became more knowledgeable about the availability of company and

union representatives who could provide informaticA advice on TA, education

and career plans. Finally, one consequence that was not anticipated at the

outset wa; on the delivery of information about education and training oppor-

tunities. The knowledge of workers about TA,availability of advisors, and edu-

cation opportunities has significantly increased as a direct result of the

improved information delivery to workers that was at the hub of the Model I

program.

Effects on Behaviors. While long term behaviors could not be assessed, the program

did have some impact on a number of short term behaviors. First, the percentage

of users of TA increased. Although not statistically significant, the percentage

almost doubled. Second, there was a large increase in the percentage of

workers who have seen an advisor. Since the program trained and made available

EIAs, this increase can be attributed to the Model I program. Finally, while

participation in education and training did not change the attitudinal changes

discussed below suggest that in the future, participation may well increase.
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Effects on Attitudes. As a first step in changing behaviors, it seems

critical to change attitudes, so that they may be more congruent with potential

actions. While there is no assurance that attitude changes will result in

behavior change, it is important to see how the program influenced worker

attitudes. We found that there is considerable consistency among these

workers in the value they place on education. To learn more, to be a better worker

and to improve job performance ranked the highest as uses of further education

and training. Related to this is the very large percentage of workers at

both times who want, need and intend to continue their education or training

If even half of those who say they intend to do continue their education, we

will see significant increases in education and training participation.

Despite the fact that the informational and advice related barriers to

education were reduced as a consequence of the program, there are still large

percentages of workers who report these as problems. In addition, two new

barriers emerged as problematic for many workers: educational and work

schedules. Thus, as other barriers that the program responded to decreased,

a new set of problems surfaced. Because of the consistency of responses, this

does not seem to be a substitution effect, but rather the emergence of new

concerns.

Finally, the program had a major impact on the perceptions of workers

toward the attitudes of their company and union regarding education and training

and TA. We fourd significant potitive increases on these factors.

We have found many differences between the T1 and T2 workers. These

differences seem to be a direct consequence of the Model I program
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that was introduced and operated between the Ti and T2 surveys. By

repeating the measures on random cross-sections of workers at this site, we

were able to assess the impact of the Model I program, and identify changes

in kro)wledge, information delivery, behaviors, and attitudes. In addition,

the "lack of change" that was found shows that there are still problems that

need to be addressed. As a first step in the process of improving education

and training opportunities for the makers at the Model I site, we conclude that

the program was a success in affecting knowledge and attitude changes. I must be

remembered, however, that behavioral outcomes can only be assessed in the

future after the impact of increased knowledge, improved information and

changed attitudes has a chance to operate.
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B.- Model II

As we stated earlier in this report the model II program did not become

fully operative. We have presented T1 and T2 descriptive findings oribthe

workers at this model site but feel that any analysis of change would be invalid.

There was no program and therefore there can be no program effects. We did,

however, learn a great deal about process and social experimentation from

this experience. This knowledge was discussed at the outset of this report.

C. Model III

1 - Knowledge and Information

The model III program had three primary components: improved information

delivery, provision of educational advisement and better linkages between

the workplace and the educational establishment. Through this model there

was to be improved information delivery about T-A and education opportunities

which would increase worker knowledge in both of these areas. Table 25

shows that the program had a highly significant affect on worker knowledge of

T-A. Between T
1

and T
2

the
-
percentage of workers who were familiar with their

T-A plan increased by almost 50 points.

TABLE 25: Change in the percentage of model III workers familiar with the
existence of a T-A plan.

Yes Ho N

T
1

25.5 74.5 98

T
2

73.8 26.2 84

T
2
-T

1

48.3 -48.3

Z=6:51

Significant = .000
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When we look at information delivery we see an equally large increase in the

propoition of workers who report receiving information on T-A in the last six

months. As Table 26 shows only 4.4% of the T
1

sample reported receiving

information of T-A while at 12 the percentage increase to 52.6%, a highly sig-

nificant. increase.

TABLE 26: Change in the percentage of model III workers who have received
information about T-A in the last six months.

.

Yes No N

T
1

4.4 95.6 90

T
2

52.6 47.4 76

T
2
-T

1
48.2 -48.2

Significance:=..000
H

While increased knowledge of the T-A plan and receiving information

about T-A are important it is also important to see if these workers showed any

change in more specific information areas. To assess this we will look at

knowledge of a) eligibility for T-A and b) the approval process. Tables 27 and

28 show the relevant findings for these two questions.

TABLE 27: Change in the percentage of model III workers who know if they are
\\__,,eligible to take a course under their T-A plan.

Yes No

T
1

10.9 89.1 64

T
2

47.4 52.6 76

T
2
-T

1
36.5 -36.5

Z=4.68

Significance = .000
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The significant change of over 36 points in worker knowledge of eligibility (See

Table 27) shows that the program did provide this specific information to

workers. Table 28 confirms this knowledge of specific information on T-A.

The significant difference between T1 (19%) and T2 (40.8%) suggest that the

model program did impact worker knowledge of the approval process.

TABLE 28: Changes in the percentage of model III workers who know how to
request approval to take a course under the T-A plan.

Yes No

T
1

19.0 81.0' 63

T
2

40.8 59.2 76

T2 -T1 21.8 -21.8

Z=?,76

Significance = .003

In addition to looking at these direct questions about information and knowledge

we are able to assess to program's impact in this area by examing any changes in

worker perceptions about inadequate information on T-A being a problem.

TABLE 29: Changes in the percentage of model III workers who report inadequate
information about T-A to be a problem.

Yes, it is
a problem

No, its
not a problem

T
1

66.0 34.0 50

T
2

39.7 60.3 58

T
2
-1.

1
-26.3 26.3

III -7C
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As Table 29 clearly demonstrates there is a significant decrease of over 26 points

from T
1
to T

2
in the percentage of workers who consider inadequate information

about T-A to be a problem.

In addition to looking at changes in worker knowledge and the receiving

of information we are able to assess the program's impact on specific methods

of information delivery. In Table 30, we show changes in the percentage

of worker's who report receiving information on T-A from each source.

TABLE 30: Change in the percentage of model III workers receiving informa-
tion on T-A (yes only).

Method of delivery T
1

T
2

T
2
-T

1
Sig.

Employee handbook 4.1 3.6 -0.5 0.19 - N.S.

'I Handouts to employees 10.2 16.5 6.3 1.34 .09

Mailings to home 4.1 9.5 5.4 1.59 .06

Bulletin board notices ,

In company newspapers or

9.2 19.0 9.8 2.09 .02

newsletter 9.2 20.2 11.0 2.29 -.01

In union newspaper 5.1 16.7 11.6 2.83 .002

At union meetings 1.0 9.5 8.5 2.93 .002

At company meetings 2.0 14.3 12.3 3.51 :op

From counselor or advisor 3.1 16.7 13.6 3.49 .000

From co-workers 10.2 23.8 13.6 2.67 .004

From supervisors 6.1 15.5 .9.4 2.24 .01

From union representatives 4.1 25.0 20.9 4.54 ' .000

In every case but one a higher percentage of T2 workers reported receiving

information on T-A from that source. Only one method (handbook) showed a

non-significant change While six of the methods showed very significant changes.

Not only were most of these changes significant but for over half of the



methods over 15% of the workers reported having received information from that

source. When compared to no method with such a percentage at T. it seems

that the program was effective in terms of instituting alternative informa-

tion delivery modes.

As we stated earlier the model III program was not only concerned with
lq

information on T-A, but also in improving information delivery about educa-

tion and training opportunities. As Table 31 shows, there is a significant change

in the nercentacie of workers who reported receiving information about education

and training. The difference of over 27% between T1 and T2 suggests that the

program was effective in this area of information delivery.

TABLE 31: Change in the percentage of model III workers who have received
information about education and training in this last six months.

Yes No

T
1

28.9 71.1 90

T
2

56.2 43.8 73

T
2
-T

1
27.3 -27.3

2=3.50

Significante = .000

Another means of assessing the program's impact in the education area was

to look at worker knowledge of the availability of education advisors from

their company and local union. A-i-.Tables 32 and 33 clealy demonstrate there

were significant increases in the knowledge of workers between T1 and T2. Over

26% more workers at T
2

knew about the availability of an adviser from the

company. For the union representatives the percentage increased from 8.1% at

In -72
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T. to 34.3% at T
2'

an increase of over 26 points.

TABLE 32: Change in the percentage of model III workers who know about a
company representative who can provide advice or information.

Yes No/Don't
Know

N

T
1

31.5 68.5 92

T
2

57.9 42.1 76

T
2
-T

1
26.4 -26.4

Z=3:34.

Significance:7 .000

TABLE 33: Change in the percentage of model III workers who know about a
union representative who can provide advice or information

Yes No/Don't
Know

N

T
1

8.1 91.9 86

T
2

34.3 65.7 67

T
2
-T

1
26.2 -26.2

Z=4.03

Significance = .000

2 - Behaviors

The length of time the project operated and the time span between survey

administrations does not allow us to assess the impact on long-range worker

behaviors. We were able, however, to assess the programs impact on a number

of short-range behaviorial changes. In addition, we will explore the worker

responses to other behaviorial questions. We begin by looking at worker

participation in education and training and then examine changes in the use of

T -A and in the use of an advisor.
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TABLE 34: Change in the percentage of model III workers who participated in an
education program.

Yes No N

T
1

26.9 73.1 93

T
2

26.2 73.8 84

T
2
-T

1

- .7 .7

Z=.10

Significance = NS

TABLE 35: Change in the percentage of model III workers who participated in
a training program.

Yes No N

T
1

20.7 79.3 92

T
2

15.0 85.0 80

T
2
-T

1

-5.7 5.7

Z=.97

Significance = NS

As Tables 34 and 35 show there was no real change in the percentages of workers

*
who participated in education or training. About one-fourth of these workers

report participation in education at T1 and T2 and slightly less at both times

report participation in training.

In Table 36 we look at the change in use of T-A benefits. While the

increase from 3.1% at T
1
to 5.9% at T

2
is small, it represents almost a doubling

of the rate of T-A use. We would caution, however, that any conclusions from

this would be misleading because of the very small percentages and because of

the limited time that the model program operated.

* Because ofiarge item non-response we were forced to use the questions which

ask about participation within the last two years rather than the last six months.
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TABLE 36: Change in the percentage of model III workers who used their T-A
benefits (no and non-response combined)

Yes No/non-response N

T
1

3.1 96.9 128

T
2

5.9 94.1 85

T
2
-T

1
2.8 -2.8

Z=1.00

Significance = NS

Our final behaviorial criteria examines the change in use of an adviser in

the last six months. Since EIA's were trained as part of the project, and a

part of their duties was advising, we would expect to see some increase on

this variable.

TABLE 37: Change in.the percentage of model III workers who have seen an advisor
in the last six months (no and non-response combined)

Yes No/non-response N

T
1

5.6 94.4 128

T
2

18.8 81.2 85

T
2
-T

1
13.2 -13.2

Z=3.00

Significance = .001

In Table'37 we see that over 13% more workers at T2 saw an advisor than

at T1, a signfiicant increase.
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3 - Attitudes

In this section we explore changes in worker attitudes related to T-A,

education and training, and company and union encouragement. While there is

no assurance that these attitudes will be converted into congruent behaviors

the changes we explore and the consistencies we uncover are important and

worth discussing.

As a result of the program we noted that there was a significant change

in the worker perceptions of the problems of inadequate information about

T-A. Sicne this problem was greatly reduced it will be interesting to see

if worker attitudes about other problems related to T-A use changed. As Table

38 shows'in every case the percentage of workers reporting a reason as a

problem decreased. The information provided and advice given seems to have

affected problems related to red tape, course and institution coverage,

and costs.

TABLE 55- CHANGE IN THE PERCENTAGE OF MODEL III WORKERS REPORTING A REASON
AS A PROBLEM RELATED TO THE USE OF T-A BENEFITS (YES ONLY)

Reason

Too much red tape in
applying for and getting
approval for education or
training

Education programs I want
to take are not covered
under the tuition-aid plan

Educational institutions
I want to go to are not
covered under the plan

Not enough of the costs
are covered under the plan

I am not able to pay in
advance, even though I
will be reimbursed

I am not willing, to pay
in advance

113

T
1

T
2

T
2
-T

1

28.9 22.6 -6.3

24.3 22.6 -1.7

25.0 14.0 -11.0

36.1 112.2 -3.9

40.0 35.7 -4.3

39.5 23.6 -15.9



Another variable related to T-A is worker perceptions concerning future
".

use of T-A benefits.

TABLE 39: CHANGE IN PERCENTAGE OF MODEL III WORKERS WHO WILL USE THEIR T-A
BENEFITS IN THE NEXT TWO YEARS.

Yes No

T
1

65.1 34.9 86

T
2 56.4 43.6 78

T
2
-T

1
-8.7. 8.7

Z=1.21

Signtficance..-: NS

As Table 39 shows there has been an insignificant decrease in the per-

centage of workers who believe they will use their T-A benefits in the next

two years. Over 65% of T1 workers and over 56% of T2 workers think they will

use their T-A benefits.

In the next set of analyses we examine worker attitudes toward education

and training. We begin by looking at worker attitudes about the personal

importance of further education and training. Table 40 demonstrates an remark-

able amount of consistehcy between T1 and T2 workers. In fact, the same

five factors are ranked the highest at both times, with only minor in specific

rankings. Clearly, these workers consider education to be important for both

work and personal development.
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TABLE 40: TOP FIVE RANKINGS OF THE PERSONAL IMPORTANCE OF EACH OF THE FOLLOWING
POSSIBLE USES OF FURTHER EDUCATION AND TRAINING BY MODEL III WORKERS.

TT
1 T2

To complete an educational
program for a diploma, certi-
ficate, or degree

To meet new people

To become a more well-
rounded parson 3 5

For social skills

To improve job performance 1 1

To learn skills for'hibbies

To be a better union member

To improve my ability to
read, write, speak, and
do math

To be a better parent

To get a promotion 2 2.5

To improve family life

To prepare for another job

To better understand com-
munity issues

To learn more (knowledge
for the sake of knowledge) 5 2.5

To be a better worker 4 4

To prepare for retirement

Preferences for educational programs, locations and methods were also con-

-sistent across survey waves.' At both T1 and T2 the highest percentage of workers

preferred on-the-job training folldWed by community college and public vocational

sChool4rograms. Preferences'for locations of programs that ranked highest
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were educational institutions and the work site at both T
1

and 1*
2'

With

regard to methods of training the workers at TI and T2 agreed the on-the-job

training, lectures and workshops were their three highest preferences.

In order to determine educational goals and needs a series of questions

was asked of the workers. Figure 25 shows the percentage of workers who

want to take further education and training.

100%

90% 88%

78%
80%

70% 1
60%

50%

40%
1

30% 1 1
20% I 1

10%

Wave One ave Two

FIGURE 25: WANT MORE EDUCATION -- MODEL III

At both times a relatively high percentage of workers reported that they

want to take further education o, training.
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80% -

70% -

60% -

50% -
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30% -

20% -

10% -

94%

I

I

I
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U

Wave One

83%

I

I
I
I

I
I

Wave Two-

FIGURE 26: NEED MORE EDUCATION -- MODEL III



With respect to the need for more education we see from Figure 26 that

fewer workers at T2 feel they need more education. This decrease, however,

does not alter the fact that over 80% of the T
2
workers and 94% of the T

1

workers feel that they need more education or training.

As Figure 27 shows, fewer workers, but still a large proportion, report

that they intend to continue their education or training in the next two years.

Over 70% of the T
1

workers and over 60% of the T
2
workers intend to continue

their learning in the net two years.

100% -

90% -

80% -

70% -

60% -

50% -

40% -

30% -

20% -

10% -

.-
8 U

Wave One Wave Two

FIGURE 27: INTENT TO CONTINUE EDUCATION OR TRAINING IN NEXT TWO YEARS -- MODEL III

The final set of analyses related to attitudes about educational partici-

pation looks at reasons that workers consider to be problems affecting their

educational participation. For most of the reasons the percertage of workers

reporting these as problems remained relatively constant and low (see earlier

section for a description). There were, however, a number of reasons that

show significant changes and a number which remain consistent problems for

Na large proportion of workers. These will be discussed.
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TABLE 41: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INCON-
VENIENCE OF EDUCATIONAL SCHEDULING AS A PROBLEM.

Yes, it is
a problem

No, it is
not a problem N

'Ti
46.4 53.6 84

T
2

47.2 52.8 72

T
2
-T

1
.8 -.8

Z=.10

Significance = NS

Table 41 shows workers perceptions of inconvenient educational schedules

as a problem. While there is no change between T1 and T2 there are over 45%

of the workers at both times who perceive this as a problem..

Tables 42-46 look,at changes in problems related to information and

advice. For each problem there is a significant decrease as a result of the

model III program. Whereas, at T1 between 70% and 84% of the workers preceived

these_as problems the percentages decreased to between 47% and 55%. While

the information and advice given to workers reduced these factors as problems

there remain are relatively large proportion of,workers who still .consider

these to be problems related to their participation in education or training

programs.

TABLE 42: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INADE-
QUATE INFORMATION ABOUT AVAILABLE COURSES AS A PROBLEM

Yes, it is
a problem

No, it is
not a problem N

T
1

74.7 25.3 87

T
2 47.3 52.7 74

T
2
-T

1
-27.4 27.4

Z=3.61

Significance = .000
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TABLE 43: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INADEQUATE
INFORMATION ABOUT EDUCATIONAL INSTITUTIONS AS A PROBLEM.

Yes, it is
a problem

No, it is
not a problem

T
1

75.3 24.7 85

T
2

47.9 52.1 73

T
2
-T

1

-27.4 27.4

Z=3.56

Significance = .000

TABLE 44: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INADEQUATE
ADVICE ABOUT AVAILABLE COURSES AS A PROBLEM.

Yes, it is
a problem

No, it is
not a problem N

T
1

81.6 18.4 87

T
2

54.2 45.8 72

T -T
2 1

-27.4 27.4

Z=3.75

Significance= .000

TABLE 45: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INADEQUATE
ADVICE ABOUT AVAILABLE.EDUCATIONAL INSTITUTIONS AS A PROBLEM.

Yes, it is
a problem

No, it is
not a problem N

T1 71.8 28.2 85

T
2

47.9 52.1 73

T
1

-23.9 23.9
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TABLE 46: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INADEQUATE
ADVICE ABOUT CAREER OPPORTUFITIES AS A PROBLEM

Yes, it is

A2111.11EL

No, it is
not a voblem

Ti
83.5 16.5 85

T
2

54.9 45.1 71

T
2
-1'

1 -28.6 28.6

2=3.92--

Significance = .000

Two additional factors need to be discussed. First, as Table 46 shows there

were over 40% of the workers at T1 and T2 who perceive inability to get a pro-

motion as a problem. Clearly, this was and remained a concern for a large

group of workers.

TABLE 47: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE INABILITY
TO GET PROMOTED AS A PROBLEM

Yes, it is
a problem

No, it-is
not a problem -- N

T
1

43.2 56.8 88

T
2

44.4 55.6 72

T
2
-T

1
1.2 -1.2

Z=.15

Significance = NS

The second factor concerns favoratism in who get approval. In Table 48

we see that the percentage of workers who consider this a problem decreased from

45.9% at T
1

to 24.6% at T
2°

a highly significant decrease. The increased

knowledge and information seems to have reduced the perception amqng workers

that there is favoratism in who gets approval.



TABLE.48: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO PERCEIVE FAVORITISM
IN WHO GETS APPROVAL AS A PROBLEM

Yes, it is
A problem

No, it is
not a problem N

Ti 45.9 54.1 85

T
2

24.6 75.4 69

T
2
-T

1
-21.3 21..3

z=2.73

Significance = .003

In order to determine if there was any change in worker attitudes about

who they would like to get T-A information from a list of individuals (positions._

was provided. As described earlier only a small percentage responded favorably

to co-workers (8.".% at T2 and 8.3% at T2). For supervisors the percentage

remained high and constant: 45.9% at T1 and 48. &% at T2. For union represen-

tatives and company representatives, however, there were some significant,changes.

As Table 49 suggests, there was a significant increase in the percentage of work-

erswho responded favorably to union representatives, while there was a small

buillOgnificant decrease in those who responded favorably to company represen-

tatives (see Table 50).

TABLE 49: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO WOULD LIKE TO

RECEIVE INFCRMATION ON T-A FROM UNION REPRESENTATIVE (NO AND

NON-RESPONSE COMBINED)

Yes No/Non-response N

T
1

21.6 78.4 128

T
2

32.9 67.1 85

T
2
-T

1

11.3 -11.3

121
111-84

Z=1-85

Significance = .03



TABLE 50: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO WOULD LIKE TO
RECEIVE INFORMATION ON T-A FROM COMPANY RiPRESENTATIVE (NO AND
NON-RESPONSE COMBINED)

Yes No/Non-response N

T
1

45.4 54.6 128

T
2

36.5 63.5 85

T
2
-T

1 -8.9 8.9

Z=1.29

Significance = .10

When workers were asked if they would like to talk to an advisor about

their education or career plans we found that 96% at Tl and 94% at 12 respond-

ed in the affirmative. Clearly, the attitude of these workers toward seeing

an advisor is very positive.

The final set of attitude changes we will-look at are related to worker

perceptions of their company's and union's attitudes about education and train-

ing and T-A. In Table 51 we see that the percentage of workers who felt that

their company encouraged workeri to seek .additional education or training

increased from 29.5% at T
1
to 54.3% at T2.

TABLE CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO FEEL THAT THEIR
COMPANY ENCOURAGES EMPLOYEES TO SEEK ADDITIONAL EDUCATION AND TRAIN-
ING.

Yes No/Non-response N

T
1

29.5 70.5 95

T
2

54.3 45.7 81

T2 -T1 24.8 -24.8

Z=3.35

Significance = .000



When company encouragement for use of T-A is looked at we see that the

percentages at each time are lower but the change of 24.7% is also highly sig-

nificant.

TABLE 52: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO FEEL THAT THEIR
COMPANY ENCOURAGES EMPLOYEES TO USE T-A BENEFITS.

Yes No/Non-response N

T1 7.4 92.6 95

T
2

32.1 67.9 81

T2-T1 27.4 -27.4

Z=4.19

Significance = .000

Tables 53 and 54 look at the same perceptions but as they relate to the

local union. Here we again see significant changes. For encouragement to seek

additional education or training the change is 18.4% and for encouragement to use

T-A the change is 22.6%.

TABLE 53: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO FEEL THAT THEIR LOCAL
UNION ENCOURAGES MEMBERS TO SEEK ADDITIONAL EDUCATION AND TRAINING.

Yes No/Non-response N

T1 13.7 86.3 95

T
2

32.1 67.9 81

T2 -T1 18.4 -18.4

Z=2.92

Significance = .001



TABLE 54: CHANGE IN THE PERCENTAGE OF MODEL III WORKERS WHO FEEL THAT THEIR
LOCAL UNION ENCOURAGES MEMBERS TO USE T-A BENEFITS.

Yes No/Non-response N

T
1

9.5 90.5 95

T
2

32.1 67.9 81

T
2
-T

1
22.6 -22.6

Z=3.77

Significance = .000

4 - Discussion

The analyses presented in the preceeding pages tell a great deal aobut the

workers at the model III site and about the effects of the program intervention;

The key elements are discussed below.

Impact on Knowledge and Information Delivery. As we stated earlier the objec-

tives of Model III were:

o to improve information delivery on T-A and educational and training
opportunities

o to provide education information advisement and

o to improve linkages between local educational institutions and the
work site.

It seems clear from the analyses that worker knowledge of T-A changed as a

direct result of the program. Not only did more workers receive information

about T-A but many more know that they had a T-A plan and if they were eligible

to take courses under the plan. In addition, fewer workers considered inadequate

inforamtion about T-A to be a problem related to their use of the benefits. The

program, as instituted, made use of many methods of information dissemination and

significant increases were uncovered for almost every method. Not only did infor-

mation delivery improve for T-A, but more workers also received information about

111-87



education and training opportunities.

Workers also became more aware of the availability of comapny and union rep-

resentatives who can provide information and advice on T-A, and educational

and career plans.

As a result of the program, and its component parts, workers at the

Model III site increased the knowledge about T-A and education and training

opportunities. The increased and improved flow of information on T-A and

education to the workers clearly had a strong impact on this increased know-

ledge.

Effects on behaviors. Time did not allow us to assess any of the important long

term behaviorial changes that are anticipated as a consequence of this program.

We were able, however, to examine a number of shorter range behaviorial changes.

First, there was a small increase in the use of T-A. While this may not be solely

due to the program, the increase is encouraging. Second, there was a signifi-

cant increase in the percentage of workers who reported seeing an advisor. Since

part of the EIA functions was to provide individual advisement, this increase

can be at-ributed to the model program. Finally, we did not uncover any

significant change in worker participation in education or training. This is clear-

ly a longer range outcome, but the attitudinal changes discussed below suggest

that these rates may increase in the future.

Impact on attitudes. While it is too early to tell if attitude changes will

affect ,behavior in the future for these workers it is important to isolate

the program effects on worker attitudes. We found that there was considerable

consistency in worker attitudes about the value of education. To improve job

performance, to get a promotion, to be a better worker and to learn more ranked

the highest as uses for further education and training by both samples of workers.

Related to this is the very high proportion of workers who want, need and intend
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to continue their education and training. While we are unable to assess if these

goals will be met, we believe that the program has increased worker knowledge

of opportunities and resources, which can act as barriers to meeting these

goals.

While the model program was successful in reducing the percentage of workers

who considered information and advice related factors as reasons for their

non-participation in education and training, these problems remained for a fairly

large proportion of the workers. While no new barrier emerged for the workers

the problem of educational scheduling did not seem to be eased, despite the attempt

of the model to improve the linkage between educational institutions and the

work site.

Finally, the program had major impact on the perception of workers toward

the attitudes of their emplOyeri and union regarding education and training

and T-A. Workers showed a significant positive increase in their perceptions.

Many differences in knowledge, information, attitudes, and to a lesser

extent behavior were found between T
1
and T

2
workers. Most of these changes

seem to be a direct result of the model III progranithat was introduced and

operated between survey administrations. While knowledge of T-A increased, in-

formation delivery improved and attitudes changed there are still many problems

and issues related to T-A and education and training that need to be addressed.

As a first step, however, the Model III program can be considered a success in

affecting knowledge and attitude changes. As we ttated earlier, any behaviorial

change can only be assessed in the future, after the increased knowledge, im-

proved information and changed attitudes have a chance to operate.

5 --Suminary and Conclusions

This study of worker education and training was based on data collected.

Trom random cross sections of workers at three experimental and one comparison
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site before the introduction (wave one) and after the operation of (wave two)

model demonstration programs. Descriptive information from the wave one survey

indicated low levels of knowledge about T-A benefits, little information

delivery, and low use of T-A. It also showed that lack of information and

advice were problems for many workers.

Attitudes about the value of further education and training suggested

that these workers consider it to be important for work related activities,

for personal growth, and in some cases, for union related activities. The work-

ers also showed very high levels of educational needs, goals, and intents. At

this stage, however, these educational attitudes had not been converted in

parallel educational behaviors.

The wave one findings also clearly showed that the comparison group could

not serve such a purpose. On almost every variable and especially on every key

variable the comparison group was very different than the other groups. Their

responses suggested that they did not suffer from the same knowledge and in-

formation problems that the others had. They were also quite different demo-

graphically and financially. Because of this we were forced to drop the idea of a

comparison group analysis from the study design. Descriptive information on

this group is, however, presented in this report.

Shortly after the wave one survey it was realized that the Model III pro-

gram would not become fully operative. As an additional information source,

however, it was decided to complete the data collection activities at this site

Descriptive information is also presented for this group.

The wave two survey uncovered a number of interesting findings. The Model

I and III programs affected considerable change in the knowledge of workers

about T-A, with Model I workers showing a 25 point increase and Model .:I
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workers almost a 50 point increase. These large increases.were clearly due

to the improved information delivery that was at the center of each model. For

workers at both Models the percent who received information about T-A increased

by almost 50 percentage points. Improved information delivery and increased

knowledge reduced the magnitude of information as a barrier to T-A use. Specific-

ally, over a 23 point decrease was found for workers at Model I and over 26

points for Model III. The model programs improved the delivery of information

about education and training opportunities to workers. At 1.1 only about 30%

of the workers reported receiving information on such opportunities. At T2

the percent increased to over 50%.

From these findings we conclude that the programs which operated at the

Model I and Model III sites were successful in both improving the delivery of

information on T-A and education and training to workers and on increasing

worker knowledge about the T-A benefits.

As we said earlier, there was insufficient time to assess long term be-

havior consequences of these programs, Participation rates for education

and training did not change in the six to twelve months of program operation.

Tuition-aid rates increased slightly, but they remained too low to base any

concrete conclusions. Our "guess" at this time is that the increase was due

to education participants who found out about the benefit rather than new learners.

The one area where significant change did occur is in use of an advisor. Over

13% more workers at Model III and over 21% more at Model I saw an advisor as

a result of the program.

It is clearly too early to make any conclusions about the affects of the

program interventions on behaviors. Any increases in participation in educa-

tion and training; occupation, career and other adult life transitions; and



changes in workplace behaviors (productivity, quality of work, morale, satisfaction)

will not take place for three, five, ten or more years.

There were a number of attitude changes that occurred as a result of the

program interventions. Most of the information and advisory barriers to educa-

tional participation were reduced. This was especially true for the Model III

program which had this as one of tis primary objectives. Perceptions of company

and union attitudes toward education and training and T-A also changed dramatic-

ally. Workers felt more positively about their company's and union's attitudes

after the program intervention than before. We did not find any change in ed-

ucation goals, perceived needs, and reported intents. The very high percentage

or these factors at T1 and consistency shown at T2 suggest that a large propor-

tion of these workers aspire topfeel they need more, and intend to continue their

education and training.

The true test of the interventions will be to see if the increased knowledge

and the improved information delivery can bring education and training behaviors

closer to education and training aspirations, perceived needs and intents.

In conclusion, we suggest that the program interventions at the Model I

and Model III sites had a signfiicant impact on worker knowledge, delivery of

information to workers, and worker attitudes, particularly toward their company

and union. All of the r.oblems, barriers and concerns of workers, unions and

companies related to education, training and T-A have not been responded to or

solved by these model programs. Further experimentations, research,and program

and policy related activity is needed.
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INTRODUCTION

Beginning in 1979, California telephone company employees

were provided with a comprehensive system of information on lo-

cal educational opportunities, through a labor-management col-

laborative demonstration project which operated for a year.

With a focus on the company's tuition refund plan, General

Telephone and Electronics and the Communications Workers of

America targeted education information to hourly employees in

the Pomona Valley area.

This experimental effort was part of the National Insti-

tute for Work and Learning *(NIWL) Worker Education and Train-

ing Policies Project, conducted under, contract with the Nation-

al Institute of Education in Washington, D.C. For-over three

years, NIWL has researched employee use of workplace-provided'

education and =raining, focusing on the low use rates of many

education plans and what can be done to enhance their usage.

Frog this research emerged three models or strategies to boost

knowledge and use of worker educational opportunity.

1 'The first model ("Model 1"), involving provision of infor-

mation, was operated °through t1ae Pomona demonstration project.1

Under NIWL auspices, :general Telephone of Califorri.L.I. (GTC) and

the Communications Workers of America (CWA). Local 11588, col-

laborated on the project, which provided information through a

* formerly the 7ational Manpower Institute

1 The other_tuo 7rodels involved, in addition to information de-
livery, the interventions /of educational counseling and advise-
ment and development of linkages between educational institutions

/

.

and the workplace.
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variety of means to a target group of 1800 Pomona-area hourly

employees regarding the company-sponsored (non- negotiated) tui-

tion reimbursement plan as well as local educational opportun4

ities. In concert with NIWL, an approach plan was designed and

a local site coordinator was selected to administer and coordi-.

.
nate the effort for the period the project would run (June 1979

to summer 1980). The approach ple provided for both the "tra-

ditional" means of information delivery (i.e., notices and ar-

ticles in company and union newsletters, bulletins, posters,

etc.) as well as the establishment of "Education Information

Advisors" (EIAs), who were workers selected to apprise their

peers of learning opportunities and of the company tuition re-

fund plan.

Through the operation of the demonstration project, NIWL

could bc 'n to test some of its earlier learnings and hypoth-

eses wh if validated, could yield valuable insights to

others seeking to broaden worker educational opportunity. If

improved information delivery seems to significantly increase

workers' wareness of educational benefits, then policy-makers

and employee education program officials in other settings may

be better able to chart a successful course toward expanded

learning opportunities for workers in their area.

For-the company and the union, involvement in the project

was an outgrowth of their long-standing beliefs in the impor-

tance of education. Without the institutional 'upport and com-

mitment to the project evidenced in numerous ways by both organ-

izations, the project would never have become a reality. Also,
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operation of the demonstration project enabled them both to

gain a clearer sense of the educational needs and interests

of hourly employees and to facilitate those employees' pur-

suit of learning opportunities available.

As part of the effort to assess the impacts of the demon-

stration project, on-site interviews were conducted in June

1980 with nearly 30 persons who were involved in the project,

including the site coordinator, company and union officials,

supervisors, local educators, EIAs, and other workers. This

case study report is based on those interviews, analysis of

project documents and reports, and the results of surveys of

workers in the target group, conducted at the beginning and

the end of the project period.

This report begins by discussing the problem of insuffi-

cient information about education faced by many workers as well

as the NIWL model developed to address this problem. The spe-

cifics of the California demonstration project are then out-

lined--including the roles and features of the key institutions

and parties both before and during the project, as well as a

chronology of project events. Next, project outcomes are

assessed, in terms of impcts on workers and project partici-

pants, the relative success of different interventions, and lo-

cal perspectives on next steps. Finally, a summary and conclu-

sion is presented, with a discussion of issues and areas for

future attention.



II. THE PROBLEM: EDUCATION INFORMATION FOR WORKERS

Why the Model 1 focus on information? Why was the devel-

opment of an education information delivery system seen as so

important to the effort to broaden worker educational opportun-

ity?

NIWL's research has pointed repeatedly to the crucial im-

portance to workers of information about educational benefits

available to them. As is obvious,,workers will not use an edu-

cation plan if they do not krow it exists. And rates of use of

tuition aidl plans are astoundingly low--about 4 to 5 percent

nationally, and even lower for hourly workers (possibly as low

as 1 percent). At the toot of the NIWL perspective is the no-

tion that although not every worker may want or need education,

every worker should be aware of the opportunities available.

The element of choice is key, and certainly without information,

one cannot make an informed choice.

A 1977 NIWL survey of over 900 workers yielded surprising

data regarding the extent of lack of information as a factor

inhibiting employee use of tuition refund plans (see Charner

et al, 1978). Nearly 44 percent of unionized workers reported

that they lacked information about their tuition aid program.

Also, when reasons for non-use of tuition aid benefits were

assessed, lack of information was found to be more critical

1 The terms "tuition aid", "tuition reimbursement", and "tui-
tion refund" are used interchangeably throughout this report.
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than level of education, age, or inadequate counseling (Charner,

1979). Furthermore, as both Charner (1980) and Cross (1978)

point out, there are indications that the impact of lack of in-

formation may be even stronger than surveys suggest, because

certain other perceived barriers (such as scheduling problems

or limited course options) may in fact be due to inadequate in-

formation.

In addition, there is evidence of a high level of worker

interest in using tuition aid as well as strong beliefs in the

importance of education. Charner et.al found that 64.7 percent

of nonparticipants in education and 70.1 percent of participants

in education who did not use tuition refund would be likely or

certain to use it if problems and barriers were removed (1978).

A large proportion of workers cited education as important for

everything from improved job performance to being a better citi-

zen and a well-rounded person. Thus it would seem that efforts

to reduce important barriers to education use, such as lack of

information, would significantly enhance worker educational op-

portunity. And it was this idea that led to the development of

Model 1.

III. THE MODEL: REDUCING INFORMATIONAL BARRIERS

Model 1, 'focusing on information delivery, was designed to

remove barriers to employees' participation in-tuition aid plans

that result from a lack of knowledge about the plans. The

strategy called for development of a delivery system to apprise

1
,
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workers of the nature of the tuition aid plan, the procedures

and benefits of the plan, and other information related to the

plan. The system could include:

greater involvement of line supervisors and shop stew-

ards in the delivery of information

development of peer advisors or "education information

advisors" (EIAs)

increased use of mailings and printed descriptions of

the plan

handouts at the gate

management-or union- sponsored meetings to discuss the

possible benefits of participation

other means of delivery to be determined locally.

Further, this delivery system could be used to provide infor-

mation about available external and internal education and

training programs.

Other elements of Model 1 included:

a local planning committee, composed of labor and

management representatives and responsible for local

program design and administration

a site coordinator, selected by NIWL based on the lo-

cal committee's recommendations. The coordinator would

be responsible for day-to-day program operations, lia-

son work between NIWL and project participants, and

record-keeping'and reporting to NIWL and the committee.

education information advisors (mentioned above), who

would inform workers about tuition aid and educational
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opportunities and convey to the committee the learn-

ing needs and difficulties of workers. EIAs would re-

cord data on each worker contacted on forms transmitted

to the coordinator and NIWL.

Assessment of the individual and institutional impacts of

the model would be done through a worker survey questionaire

and a case study, enabling both quantitative and qualitative

accounting. The survey questionnaire, administered on-two oc-

casions twelve months apart to a randomly selected group of

100 workers, would permit measurement of aggregate changes in

worker knowledge, attitudes, and behavior regarding education

and training resulting from the demonstration project. Fur-

ther assessment would be provided through a program diary or

report kept by the site coordinator, as well as information

about participating workers provided by the EIAs.

Having outlined the central problem of education infor-

mation and the model program designed to address it, the stage

is set to move into the specifics of the C:,ifornia site in

which the model was carried out.

IV. THE PROJECT: KEY PARTIES

A. Site Selection

The selection of the Pomona site began in Spring 1979.

\ Several members of the CWA International staff had worked with

NIWL in its efforts to address the problem of low worker util-

ization of educational benefits. They brought the demonstra-
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tion project idea to the attention of CWA President Glenn Watts,

who fully supported involving the union in such a project. He

was also presented with the NIWL criteria for sites, which were

as follows:

A tuition aid plan covering 1,000 or more workers (the

plan 'does not necessarily have to be a negotiated item- -

it can be established as a result of unilateral action

by the company)

Preparedness to establih a committee of labor and man-

agement representatives to oversee the adopted model

program or to jointly vest responsibility and authority

with another organization

An industrial or public agency setting that employs

mostly blue-collar and/or pink collar, skilled and

semi-skilled workers

Preparedness to identify and provide for a random

group of 100 workers to be surveyed at the beginning

and the end of the demonstration project

Preparedness on the part of management and union to

make company and union facilities available on a

scheduled 1asis to the progiam coordinator and edu-

cation information advisers

Interest to participate in a national policy research

project and to contribute to enhanced understanding of

tuition aid programs and how they can be more fully and

advantageously used by workers.
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President Watts contacted the President of GTC and briefed him on

the project, with the result that the latter agreed to participate.

Reportedly, both the GTC President and the leadership of General

Telephone-and Electronics Corporation in Connecticut had a strong

belief in the importance of employee education, and this was a key

factor in their willingness to partiCipate in the project.

In early May, 1979, NIWL representatives met in California

with members of GTC and CWA District 11, to explore in greater de-

tail the feasibility of establishing a demonstration site in the

region. The meeting resulted in an agreement to proceed with the

project and with the designation of a local planning committee,

consisting of Reid Pearce and William Demers, assistants to

Dina Beaumont, then District 11 Vice President; Charles Green,

GTC's Labor Relations Director; Jerry Tucker, GTC Training Di-

rector; and Thomas Garcia, Area Personnel Manager. Agreement

was also reached that the project would address itself to an

hourly worker population with low rates of participation in

education and training and includin many inority group mem-

bers. An area would be chosen with a work ng population with

socioeconomic characteristics roughly approximating Los Angeles

County. The selection oi a site coordinator, probably from the

union, was also discussed. A memo of agreement was drawn up by.

NIWL, stating tLe proj., :'s purpose and the responsibilities of

the various parties. It also prokrided for the services of a

part-time secretary for the site coordinator and for NIWL staff

assistance and consulting services for the coordinator and plan-

ning committee as needed. The agreement was signed May 22

(see Appendix A).
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By June 1, the Pomona target area had been designated and the

site coordinator; Clifton, had been selected. The coordinator was

a PBX installer (and had been in various. GTC positions for over

twenty years) and had also served as secretary-treasurer of the lo-

cal union for fourteen years, as well having been a shop steward.

Clifton and the site coordinators from the two other demonstration.

projects NIWL had establi*bed came to Washington in early June for

two days of project orientation; e.g., the goals of the Worker Ed-

ucation and Training Policies Project, the projected activities of

the demonstration site, and the duties of the coordinator. Plans

were made to get the project underway in the next month. First

steps would include administration of the first worker survey and

selection and training of EIAs.

B. The Company

General Profile

General Telephone and Electronics, headquartered in Stam-

ford, Connecticut, operates telephone systems in over thirty-states.

While large cities are usually part of the Bell System, General

Telephone tends to cover the outlying areas. In California, Gen-

eral Telephone operates its largest system, employing 25,000 peo-

ple, of which approximately 4,000 are management and the rest are

hourly. GTC headquarters are in Santa Monica in the greater Los

Angeles area.

GTC has experienced tremendous growth recently. Service de-

:Ands have created a quickly expanding workforce. The number of

hourly employees has jumped from 13,000 three years ago to the cur-

rent figure of 21,000.
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Growth in service demands has produced financial strains

on the company. Contributing to this is the fact that GTCxis a

regulated business; and rate increase requests are subject tb

the deliberate review processes of the California Public Util-

ities CoMmission.

The rapid growth in service demands in its operating area

has caused the company to hire large numbers of new employees

during the 1976-1980 period. It has also obligated the company

to significantly increase the overtime work assigned regular

hourly employees.

Until recent months, this rapid employment growth created

an internal labor market at GTC characterized by exceptionally

high vertical and horizontal mobility. This wa: encouraged by

job transfer policies that permitted internal transfer after

one year on any given job. In recent months transfer policy

has been changed, in effect,to require up to two years in a given

job before transfer eligibility.

Another condition within GTC has been rapid technological

change, leading to marked shifts in the way jobs are done and

the skills and resources required to do those jobs. An often

expressed view is that electronics is the company future. The

implications of the above conditions for education and train-

ing are discussed later.

Recently, two new quality of worklife programs have been

introduced at GTC. One is flextime enabling employees to

vary working hours; the other is the "Cooperative Employee

Assistance Program," a joint labor-management program designed
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to address employees' work and personal life problems. There

is no clear consensus regarding whether or not flexitime is

used to pursue outside education; it is known to better enable

employees to meet non-work demands.

The Target Group Workforce

The target population for the demonstration project de-

scribed here consisted of the approximately 1800 GTC per diem employ,

ees within the Pomona Valley, a region of eight cities with a total

population of 331,660.1 Most employees in the target group

work at one of three locations:

Pomona Division Headquarters, or the 280 Locust Build-

ing, the area's central office, in which customer ser-

vice, records, and repairs are handled. Reportedly

this worksite includes a large number of-new hires,

many of whom work in "Traffic" as telephone operators.

Bonita Complex, the unit which handles installation

of business and home phones. Many of its employees

spend most of their time in the field and use the fa-

cility only as a base of operations.

Supply and Transportation Division, or the Ficus Com-

plex, which employs about 700 production workers who

assemble and repair equipment and trucks. The largest

worksite, the Ficus complex has a sizeable Spanish-

speaking population. Many new hires begin at Ficus..

I 1978 data.
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The prOject's target group consisted of 55 percent women

and 35 percent minorities (slightly higher than the minority

population of Pomona Valley), and ages ranged from eighteen to

sixty-five. In the initial survey of workersl about three-

quarters of respondents were less than thirty-five years old

and about 26 percent were of Hispanic origin. Most respondents

had more than a high school diploma or equivalent, with nearly

half reporting some college. While approximately one-third of

respondents reported an annual income of $15,000 or more, over

one-third reported incomes of less than $10,000.

Internal Education and Training at GTC

A major result of both GTC's tremendous growthand the

rapid pace of technological change has been the development

of an extensive internal (company-provided) training system.

Training needs of the workforce can be expected to skyrocket

even more in the near future as the communications industry,

by several reports, "will be radically altered within the

next five years." Though company training focuses mainly on

current skills needs, the company will have strong need for

1 The first survey questionnaire of the project was administer-
ed by NIWL staff to one hundred randomly selected workers from
within the target group at three GTC locations in July 1979.
In June 1980, the same questionnaire was administered to anoth-
er randomly selected group of one hundred workers in the target
area. Administration of the same survey at the beginning and
the end of the project enabled assessment of the impact of the
demonstration model on GTC workers' use of education and
training, including tuition aid.



for people trained in the sophisticated conceptual thinking

that will be key to the industry of the future.

This strong emphasis on the value of education and train-

ing represents a change in past company. practice. In fact,

many of its managers and supervisors have moved up the corn=

pany career ladder with little formal education. "Now, how-

ever, a college degree is much more a prerequisite for a high

or middle management position, and the emphasis on education

shows no signs of abatement.

To meet the almost constant need for both technical and

managerial rkills training and updating, a large system of GTC

"schools" has developed, with the schools available to workers

on a combination seniority/company need basis. Courses last

from one day to several months and are held at training centers

throughout California, the largest of which is in the Monrovia

GTC office (near Pomona), an office which also houses the tui-

tion refund office. By one estimate, GTC has the largest train-
.

ing system of any General Telephone company employing several

hundred trainers

According to one company official, the Public Utilities

Commission staff feels that GTC spends too much money on its

training, system and that the costs of this training should not

be passed on to the consumer. Thus, the commission does not

feel.that training sums should be calculated into rate increase

requests.

In addition to GTC's separate schools or training centers,
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there are videotape machines which are used by employee's.. to view

training tapes he facilities also include conference and

meeting roms which are used by schools that offer instruction

on the' company Premises. Reportedly this arrangement is of

great benefit /to GTC1because, as a company representative ex-
S

plained it, despite GTC's impressive training network, "no one

company can/provide a complete training system. In this sense,

we are partners with the educational system."1

Educational counseling and advisement are available to

hourly/and management employees through the area training co-

ordinator, management Staffing representative, or designated

indtVidual in the Personnel Department. This counseling is

usually arranged through the employee's immediate supervisor.

Despite the obvious emphasii on in-house job-related train-

ing and the necessity of subh training for mobility within the

company, GTC has no formal career lattice program. A company rep-

resentative stated that while such a career program is "in tne

worKS," currently, it is only in management ranks that there' is

a formal company-wide program for career mobility. Neverthe-

less, the awareness prevails that training is necessary to pro-

gress at GTC, and this awareness reportedly contributes to a

general belie/f (especially among newer employees) in the impor-

tance of education, whether obtained internally or externally to

the company.

1 In certain instances throughout this report, quotations are
used which represent paraphrases of individual's statements
rather than their exact words. This is done in the interest of
clarity of communication, and in no case were meanings of state-
ments intentionally altered.
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What does the first survey reveal about these GTC employ-

ees' attitudes and beliefs about education and training? Nine-

ty-seven percent of respondents cited on-the-job training as a

preferred method of learning (followed by workshops or confer-

ences and lectures or classes). Of those who had used educa-

tion and training, the most common motivations for paiticipa-

tion related to obtaining credentials, career advancement, gen-

eral knowledge, and wage increases. Education institutions and

the work site were the two most preferred locations for educa-

tional :ograms Over half of respondents (58%) felt that

GTC does encourage employees to seek additional education and

training, and about 80 percent indicated their intention to

continue their education in the next two years. About one-

third said that there is a designated person within the company

to provide educational and career information and advisement

(the majority didn't know); also about one-third said they them-

selves had received educational information within the six

months prior to the survey. Over 68 percent stated they would

consult an educational advisor if available. These latter find-

ings suggest that prior to the program interventions, most work-

ers did not know that there were designated individuals to pro-

vide information and advice, few received information, and many

wanted advice.

The GTC Tuition Refund Program

According-to Training Department rec-rds in December 1961,

GTC began reimbursing its employees for tuition costs of educa-

tion at outside schools. The practice has continued ever since,

though aspects of the tuition assistance plan have been altered
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a number of times along the way. The personnel practices guide-

lines covering the company offering were last changed in Jan-

uary 1978. The guidelines roughly approximate those of the

parent company, but there are variations between plans within

the GTE system.

According to the Personnel Practices guidelines of 1977,

"The tuition-aid program has been adopted to provide financial

assistance in the form of tuition-aid for all regular full-time

employees in their efforts to improve job performance and to

prepare themselves for future advancement " (General Telephony

Company of California, 1977:1). All regular full-time employ-

ees with at least three months' service are eligible to apply.

The voluntary program does not guarantee promotion or continued

employment and must be taken during nonwork hours and not inter-

fere with job responsibilities (with occasional exceptions made

to the latter provision).

Courses must be approved in advance. Upon proof of course

completion, with a grade of "C" or better, employees are reim-

bursed for 75 percent of tuition charges, registration fees,

books, and necessary materials. .Certain "high potential" man-

agement degree candidates are eligible for 100 percent reim-

bursement, with a letter of approval from the area manager and

Vice President.

Employees can enroll in all accredited public and private

schools, colleges, junior colleges, universities, extension

courses, and trade and correspondence schools. If an employee

is in a degree program which has received supervisory approval,

courses which are a prerequisite for the degree may be covered,
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even if they do not appear to be directly career-related.

To apply for tuition refund, employees submit a self-ex-

planatory application form to their immediate supervisor. The

supervisor reviews and signs the form and forwards it to the

Tuition Aid Coordinator's officel L Monrovia where it is

checked for proper adherence to company procedure. Assuming

there are no problems, approval is granted. The application

and approval procedure is normally required to be completed

prior to school registraiofl. The reimbursement process takes

approximately two weeks or less from the time proof of satis-

factory complexion is presented. Use of tuition refund is re-

corded in workers' personnel files, if the employee or supervisor

submits a record of such use.

It is the responsibility of the immediate supervisor to

provide basic information on the tuition refund program. Tui-

tion aid policy is described in the Personnel Practice Manual

and is also mentioned in the Employee Benefits Plan Handbook

and during new employees' orientation.

Aside from the above, prior to the demonstration project,

the main form of advertising tuition aid was through occasional

articles in General News, the company paper mailed to all em-

ployees' homes.' It,also appeared in area publications handed

out at work, bulletins, and on "Update", a special toll-free

number with information for employees.

In 1978, GTC-budgeted $125,000 for tuition refund and

1 The tuition aid plan is administered by the coordinator, who
is a Training Specialist assigned half-time to tuition aid.
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expended $181,407. It represented the first time that tuition

aid had not been overbudgeted. The budget, which comes out of

the Peisonnel Department, has jumped since the early 1970s when

it was approximately $20,000. Although the refund budget used

to be divided by management and hourly, the two groups are now

jointly budgeted.

In the GTC tuition refund program, there were 276 comple-

tions in 1975, 361 in 1976, and 557 in 1977. Eight hundred

applications for tuition aid were approved in 1978. (In that

year, 15 employees in the demonstration project target area or
\ -

less than 1 percent received reimbursement.) The reasons given

for the company -wide increases_in tuition aid use since 1975

include the following:

The tremendous growth in the workforce

The need for more supervisory personnel (drawn from

company ranks)

The increased emphasis on formal education credentials;

The jump in use of the Azusa Pacific and Redlands de

gree programs, and

The fact that GI Bill benefits began running out sev-

eral years ago. (Employees are prohibited from draw-

ing both GI and tuition refund benefits.)

Traditionally, GTC's tuition refund program has been used

to assist current or future management employees, especially

in fields such as engineering or accounting where managers are

required to have academic credentials. They are often actively

encouraged to use the program. Virtually all the company rep-
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resentatives interviewed for this case study had themselves

used tuition refund. Several interviewees stated that a much

larger proportion of users of the plan are from management

ranks than from hourly. The program is considered to be an

aid in recruitment of both management and hourly employees.

Also, many describe the tuition refund program as providing

an incentive for people who are considering continuing their

education but are not yet firmly committed to it, in which

case the financial assistance may provide the last needed

push.

On-site interviews revealed differing perceptions of the

main purpose of the tuition refund program at GTC. Generally

interviewees viewed the program in one of'the following ways:

A means to supplement internal company training when

company schools are filled or limited

A personal self-development tool to provide the broad I

education not offered in the company's narrower, job-

related training activities

A preliminary to company training

A way to get .a degree to meet company educational re-

quirements

A low-cost way for the company tq train employees and

ptepare them educationally for the future

A strictly job-related training tool, especially for

high-skill or management employees

Financial assistance not available for private colleges

Financial assistance for college, education only
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A way to jet a degree even if it is not all career-re-

lated, and

An investment in the employee's future in the company;

i.e., an indicator of motivation and self-development

which will be considered in promotional determinations.

As the above indicates, there was little agreement on the pur

pose of the tuition aid plan.

Considerably more consensus existed among interviewees re-

garding the level,of awareness of tuition aid prior to the dem-

onstration project. The majority viewpoint was that many em-

ployees had little or no awareness of the tuition refund pro-
f,

gram before the project. Nevertheless, the extent. to which

this proved t±ue through the results of the first survey sur-

prised a number of people at the site. Several of them stated

that at the outset of the project (before the survey), they,saw

no particular need to promote the tuition refund plan. As one

company official expressed it,

At first', I didn't understand why there
was a need for the project. It's such a
good tuition refund plan, why wouldn't
people use-it? And to me it seemed that
there were many people who were using it!
But Plater found out that tie was a
definite need to encourage people to use
the plan.

There was, however, a common understanding once the pro-

ject got underwa what its major objectives were. Most

interviewees described he project as designed to promote

awareness of GTC's tuition r benefit and, if appropriate,

to encourage people to us it.

The first survey of em loyees revealed that 41 percent
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were unfamiliar with the tuition aid plan, and only one in

five said they had received information on the plan in the

six months prior to the,survey. Of those employees who were

familiar with the plan, almost 70 percent of respondents in-

dicated they did not know how to request approval for a course

under the plan, and a majority were unaware of whether or not

they were eligible to use the plan.

The initial worker survey showed that the most common

perceived barriers to use of tuition aid were lack of infor-

mation (cited by 667 of respondents), inability to pay educa-

tional expenses in advance (42%), inadequate cost coverage

(32%), and red tape in the application process (25%).

Only about one in four survey respondents felt that the

company encouraged employees to use tuition aid. Less than

one in three reported receiving encouragement from any persons

to use tuition aid; of those who did, friends outside of work

followed by supervisors and co-workers were the most frequent-;

ly mentioned individuals..

The most commonly cited sources of information regarding

tuition, aid according to respondents were supervisors, the em-

ployee handbook, co-workers, and company newspapers. But, in

no case did more than one quarter of the employees receive in-

formation from any one source. Respondents most frequently

cited supervisors (70%) and company representatives (48%) as

the preferred sources of information on tuition aid.,

Nearly 58 percent of survey respondents anticipated using

tuition refund within the next two years. Thus, interest in
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using tuition aid was evident prior to the demonstration pro-

ject, but lack of information about the plan was widespread.

GTC Involvement in the Demonstration Project

Throughout the demonstration project, the company made a

strong commitment of time, money, and resources without which

the project would not have been possible. From its - initial

willingness to participate to its openness to future action at

the project's close, GTC evidenced a responsiveness and in-

terest in the project's aims that is noteworthy.

GTC's continuous support of the project came in many

ways. After opening its doors to NIWL, the company released

the site coordinator from his regular duties for a year and

gave him full access to company resources and personnel as

appropriate to carry out the project's functions. Two company

secretaries spent many hours arranging for workers to be iden-

zified, notified, and released for the two surveys. They also

typed site coordinator reports, minutes of Education Committeel

meetings, and other project memos and documents. Two hundred

workers were released from theirdutiesin order to respond to

the survey questionnaire. The Tuition Aid Coordinator was sent

at company expense to three NIWL dialogues on worklife education

and training. And, perhaps topping the list of evidence of

GTC's strong commitment to the project, each EIA was given four

1 The committee composed of the EIAs which met once a week to
discuss project activities and EIA roles, functions', and strate-
gies.
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hours of release time a week to attend committee meetings and

-advise workers.

Several individuals within the company were involved in

facilitating the initial development and acceptance of the pro-

ject. The Director of Training, Jerry Tucker, and the Labor

Relations Director, Charles Green, were given oversight respon-

sibility for the project, attended several meetings, and re-

viewed the site coordinator's activity reports. The Labor

Relations Director approved the coordinator's employment status

for the year, both initially and when the position was extended.

The Training Director also monitored the project-related ac-

tivities of the Tuition Aid Coordinator.

Working closely with the site coordinator on a more day-to-

day level was Tom Garcia, the Area Personnel Manager. In the

early stages of the project, he explained it to supervisors,

outlining to them the roles and responsibilities of the coordi-

nator and the EIAs. This included clearing the way for the re-

lease time arrangement. He also assisted in NIWL site visits

and planning. Later, the new Area'Personnel Mhnager, Marcel

Turner, handled personnel shifts among EIAs and their release

time arrangements, attended several Education Committee meetings,

reviewed reports, tleared the way for the second survey, and

generally served as the company contact for the site coordinator.

The involvement of Jan Stancer, Training Specialist and

Tuition Aid Coordinator, in project activities included

periodically, providing data on tuition aid use to the

coordinator and the EIAs, attending several project meetings
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and one of the survey administrations, and delivering a pre-

sentation at the three NIWL regional dialogues on the GTC tui-

tion refund program. She also:helped to prepare a brochure on

tuition refund (Appendix B). The Management Staffing Representative

for the target group area, Susan Reich, also attended several

Education Committee meetings, kept in contact with the mite

coordinato4 and made the college catalogues in her office

available to him. Also, she disseminated the tuition aid bro-

chure in the educational counseling she routinely provided to

employees entering management. Several supervisors attended

group meetings held by EIAs to discuss tuition refund _with

employees. One wrote a memo to fellow supervisors explaining

the project's activities and goals and EIA release time policy.

Other company involvement throughout the project year in

disseminating information on tuition refund included several

articles in the company newspaper, General News (Appendix C);

bulletins; and the customary inclusion of tuition aid in new

employee orientation.

Thus, GTC was involved in the project continuously, in

numerous and significant ways. This involvement made the proj-

ect possible and made clear the company's interest in alerting

hourly employees to the educational opportunities available to

them.

C. The Union

General Profile

Historically known as the "telephone union", the Communi-
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cations Workers of America, AFL-CIO, has a membership of

625,000 reaching into almost every American community. Head-

quartered in Washington, D.C., the CWA has in recent years

broadened its constituency to include workers in all fields

of communications as well as growing numbers of public sector

employees. The CWA has been affected by financial strains,

and it recently switched from a flat dues structure to one of

two hours pay per month, in an attempt to ease its economic

burden.

The union is divided into twelve geographic districts.

Local 11588, which encompasses the target group employees, is

part of District 11, which is headquartered in Los Angeles.

The Local, with 5,300 members, including non-GTC employ-

ees, covers a large geographic area and is one of the CWA's

largest locals. Its membership is 55 percent female. The lo-

cal's facilities, in Colton, include classrooms in the union,

hall and an auditorium in an adjoining building. The local

polishes a monthly newsletter, The Union Review.

According to union representatives, the CWA has always

voiced strong belief in the importance of education for its

' members. Prior to the project, they report, their_main area

of educational involvement was in shop stewards' training.

Stewards function in almost every work group. throughout GTC.

Stewards are paid by the union and are regularly given release

time by the-company for grievances and other union business.

By and large, the results of the initial survey indicated that

before the project, the union was not perceived by employees as
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having a significant role in providing education for members.

Involvement in the Project

Officials of CWA District 11 played a key role in select-

ing the site coordinator and the Pomona target area. paid

Pearce, Administrative Assistant to the District Vice Pres.,-

dent, also attended planning meetings, participated in NIqL,

site visits, and later gave union approval for the extensi:n,

of the site coordinator's position.

Initially, the project was explained to officials of

Local 11588 by the District Administrative Assistant and the

site coordinator. The President and Second Vice President of

the Local, Michael Crowell and John' Strickland, met with NIWL

staff and the Senior Project Consultant to discuss potential

involvement of the union in the project. Subsequently, Crowell

and Strickland invited NIWL representatives to explain the

project to the Executive Board of the Local, which expressed

an interest in being involved. Vice President Strickland

attended several early Education Committee meetings and seri'ed

on the project planning committee.

The Local kept in close touch with the site coordinator

and offered him considerable resources of time, materials, and

access to the membership. It was through 11588's resources

that the coordinator developed posters on tuition aid (see

Appendix D) and mailed a first-class letter explaining tuition

aid to all target area employees (Appendix E). Also, the lo-

cal's newspaper, the Union Review, published periodic articles

by the coordinator encouraging members to use their tuition aid

162



benefit (Appendix F). In addition, the coordinator would oc-

casionally make presentations on the project at membership

meetings of the local.

Thus, the union became involved in the project in several

very significant ways, playing an active part in developing key

aspects of the information dissemination strategy and providing

the coordinator with support and resources.

D. Educational Institutions

The demonstration project was situated in an area rich in

the number and diversity of educational institutions and offer

ings, as well,as institutional commitments to providing educa-

tion to;adult workers.

The region includes twenty four-year colleges and three

community colleges. Not only are a number of the programs

geared to workers (including accelerated, self-paced, weekend,

and evening programs), but several of them actually offer

courses on GTC premises. In addition, the Pomona Unified

School District has an extensive adult education program, offer-

ing a wide, variety of courses at thirty-one locations.

Recently, two nontraditional college programs have become

particularly popular with GTC employees -- the University of

Redlands' accelerated B.A'. and M.A. 'Degree programs, and the

Azusa Pacific College's A.A. program.

The University of Redlands Alfred North-White 4ead Center

for Lifelong Learning is an off-campus program geared toward

working students. Offering a mix of vocational and academic
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study, the Center's programs consist of courses which meet one

evening ,a week for thirty-five weeks at local companies or

agencies convenient for students. The programs offer junior

and senior level college work, and 50 semester units of college

work are required for admission. Typically,'students are in or

working towards middle management positions, and the courses,

through intensive field projects, actively stress application

of learning to students' actual work situations. Some life ex-

perience credits may also be granted. Approximately 100 of the

1500 students in the Center are GTC employees, with the Center

offering several courses at the company. The tuition of $'.000,

is about half of Redlands' normal on-campus tuition cost.

Another approach to meeting the needs of worker-students

is the Universal College Program of Azusa Pacific College, a

program which accomodates scheduling difficulties by offering

videotaped courses which students can view on their own time.

Students watch the taped courses on, playback systems either

at their company (GTC has many such units and each building

has at least one) or in their own'homes. A wide variety of

liberal arts courses leading to an Associate of Arts degree in

General Studies are available and are supplemented with work-

books and test sheets. Each course has twenty-four half-hour

lectures. Students are sometimes clustered with several others

to listen to the tapes. Staff of the college see the indepen-

eent study program as presenting an important learning option

through which many studentsflourish, even though others may

experience motivational difficulties because of the need for

strong self-discipline and initiative. A high school diploma
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or equivalent is required for admissioland up to thirty units

of college work can be transferred toward the degree.

While a number of the foUr-year institutions involve con-

siderable cost, California is noted for its extensive system of

tuition-free state and community colleges.

Chaffey Community College, with 13,000 students, offers a

growing number of programs in conjunction with the training and

education needs of area business and community establishments.

Since Proposition 13, it has begun to "subcontract" from com-

panies some of their normal in-house employee training. Chaffey

instructors provide supervisory training to GTC employees on

company premises.

Mt. San Antonio, also a community college near Pomona, has

almost'19,000 students and a very complete program including

evening programs and off-campus educational service centers

which offer counseling, guidance, and testing. One such center

is in downtown Pomona and is open days and evenings.

By and large, educational counseling and advisement are

available to students at the campuses of area institutions.

Area educational institutions were involved in the project

in two primary ways. First, in the early months of the project,

.the site coordinator made visits to representatives of area

schools, explained the project to them, and collected their

cataloguei and bulletins. Second, in several instances, local

educators interested in offering classes to 'GTC employees ap-

proached the site coordinator and/or the EIAs to explain their

programs and to attempt to secure employee interest in using
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them. In this way, the coordinator and the Education Committee

played a brokering role, helping to build linkages between edu-

cational suppliers and consumers.

In case study interviews with local educrtors, their level

of awareness of the demonstration project was low. Neverthe-

less, their support for and interest in the project when it was

explained to them was very high. Furthermore, their awareness

of the project was probably augmented subsequent to, the inter-

views, as the site coordinator provided them with lames of

workers who had been identified through the 1. oject as inter-

ested in their Irograms.
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V. THE PROJECT: KEY PLAYERS

A. Site Coordinator

Central to the demonstration project in all its aspects

:s the site coordinator. As it was initially conceived, the

coordinator role wou:, include the following major tasks and

responsibiliAes:

coordinating day-to-day operation of the project

designing and implementing an information delivery

system

identifying barriers to employee use of education and

developing strategies to overcome them

serving as liaison between project participants and

NIWL

maintaining records of project activities and develop-

ing reports for NIWL

Throughout the course of the project, the site coordinator

fulfilled these functions anu others as well. Interviewees'

generally described the coordinator as the central resource

person, informational focal point, and intermediary for the

project. 'de was seek_ as a contact person, a broker, an ad-

ministrator of daily pro.-act activities, and a "public rela-

tions" person for the projecz. Descriptions of his role most

ofte' emphasized the linkages, he buil,: between the various pro-

ject parties and the information network /clearinghouse functions

he carried out.

Specifically, activities of the site coordinator included:
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identifying workers for the surveys

identifying and recruiting E1As

explaining the project and its goals to individuals with-

in the company and the union

contacting workers individually and in groups about

GTC's tuition aid plan

making contacts with local educators to explain the pro-

ject and to collect school catalogues and other educa-

tional materials

disseminating educational and project-related resources

to EIAs

chairing Education Committee meetings

monitoring EIA group meetings with workers and provid-

ing EIAs with assistance and training as needed

developing posters, articles, and letters advertising

and promoting the tuition aid plan

speaking at union meetings to publicize the project

providing educators with names of GTC workers who had

indicated an interest in their programs

providing NIWL with regular written reports of daily

project activity

delivering a presentation on the project at three NIWL

regional dialogues on worklife education and training.

As this listing indicates, carrying out the site coordinator's

mandate to oversee day-to-day project operations necessitated

fulfilling a wide variety of roles and responsibilities.

B. Education Information Advisors

The primary method of disseminating educational information
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during the project was through the EIAs. The Model 1 EIA role

was designed to include the following tasks:

explain the tuition refund program to workers indi-

vidually and in groups

4, identify alternative sources of financial assistance

for learning and refer workers to them

inform workers of internal and external education

and training opportunities

communicate workers' learning needs and barriers

through the site coordinator to the local planning

committee

collect and record basic data on each worker contacted,

and report regularly to the coordinator.

The EIA experience began in June 1979 with the recruit-

ment of four EIAs identified by the coordinator and approved

by management and union officials. EIAs were chosen at dif-

ferent.work locations and were selected largely on the basis

of interest in education and/or prior or current use of tuition

refund.

EIAs were trained in Pomona in July by NIWL staff and the

Senior Consultant of the Worker Education and Training Policies

Project (WETPP). At the training, they learned about the aims

of the WETPP and the Model 1 demonstration project. Education

information dissemination strategies were explored and the roles

and responsibilities of EIAs were outlined.

This formal Lraining was supplemented by "field training'

conducted by the site coordinator, who vieqed each EIA's initial

group meeting and provided assistance a-11 suggestions where
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needed. The newer EIAs were briefed individually by the coordi-

nator and provided with necessary written materials.

The EIA group became the Education Committee in October

and began meeting once a week for an hour to discuss problems

and strategies, tuition refund policy, and new education in-

formation.

When the EIA contacts with employees got underway, both

individual and group contacts were made, with each EIA often

Aoing both at different times. The decision made by each EIA

of which strategy to adopt was based on several factors, in-

cluding preferred interaction method, size of work group cov-

ered, and employee work schedules. For example, one EIA be-

gan contacting workers individually to explain tuition aid

and had contacted 100 workers in two months. Groups of ten %/

were also tried, but the whole process was so time-consuming

that eventually employees were addressed in the plant cafe-

teria in groups of 80. Employees in the group would ask ques-

tions and would fill out the EIA contact forms in which each

worker could Indicate educational needs and interests And any

requests for information (for later EIA follow-up). Manage-

ment assisted in scheduling the large group meetings for dif-

ferent work groups. For another EIA, however, group meetings

were not feasible due to problems of work scheduling. Thus,

the EIA would carry school catalogues and see employees indi-

vidually throughout the day, explaining tuition refund and lo-

cal educational opportunities and eliciting employees' interest.

Another EIA, whose target group consisted of work crews of
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eight to ten employees each, initially made individual contacts

but subsequently found that crew meetings provided the ideal

occasion to address employees. The EIA made educational bul-

letins available at these meetings. She also continued to

meet with employees individually on her own time where appro-

priate. Two EIAs who conducted only group meetings would talk

to interested workers individually either after the meetings or

later on by telephone and would often direct them to sources of

in-depth educational counseli4g.

Basically, then, the EIAs' role, as designed initially

and as perceived by them, was one of providing information and

serving as resource persons. EIAs did not provide in-depth

educational counseling but they knew where to refer employees

interested in receiving it. They were able to answer ques-

tions about company tuition refund policy and to outline the

range of local educational opportunities. They also could be

said to act as educational advocates, whether by d.r:-L rro-

moting the advantages of education or merely by the fac: that

they were taking the time to explain the company _ tuiti a re-

fund plan. In the former sense, their role went ',Eyonc -rict-

ly providing information. Further, in that EIAs Iscuss

employees' educational interests and make suggestic - they ac-

tually did perform a counseling and advising role, r3ther than

simply one of informing.

EIAs outlined a range of issues ane concerns which they

brow, t. up and/or which were brought up by workers in the

course of their discussions. These included:
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the purpose of education and the effects of having a

college degree

tuition refund for company-wide career deveTorak,.--!t, in-

cluding job transfer to another field withiA

the types of courses and programs covered ur.der the

tuition aid criterion of "career-related "

the advisability of elective (nonrequired) courses as

a way to begin a return to school and as 1,:art of a de-

gree program

the registration dates of local educationzi institu-

tions

the sources of educational counselin, itain the .om-

munity

the effect of GI Bill benefits on ell.gi:,11:rT f :r tui-

tion refund

the policy on tuition aid colierage of fami) members,

and

the effect on an employee of appl,ir or tuition re-

fund and failing to successfaly, r.Jihiplete the course.
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VI. CHRONOLOGY OF MAJOR PROJECT EVENTS

May 1979 The GTC site was selected and final agreement to

participate was secured. The Pomona area target

group of 1800 hourly workers was chosen, and a

Local Planning Committee was appointed.'

June 1979 The Site Coordinator was chosen and then trained

at NIWL in Washington, D.C. The planning com-

mittee met. Workers were chosen for the first

survey. The site coordinator recruited four

EIAs at different work locations.

July 1979 The survey questionnaire was administered to

100 randomly selected workers throughout the

target area; discussion of the survey and the

project followed. NIWL staff and the Senior

Project Consultant trained ten individuals in-

volved in the project, including the site co-

ordinator, EIAs, and several members of the

4 planning committee. The training focused on

education information delivery needs and strat-

egies, as well as the roles of the various

parties.- The site coordinator began contact-

ing local adult education institutions, collect-

ing school catalogues and GTC tuition aid plan

information, and compiling a preproject environ-

ment report for NIWL. The demonstration project

was explained at the meeting of the Executive
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Committee of Local 11588, which ambraces the

demonstration area.

August 1979 The preproject environment report was completed.

The site coordinator began publicizing the pro-

ject and tuition aid, through the posting of tui-

tion aid forms, contacts with workers, and meet-

ings with groups. A tuition aid article ap-

peared in the General News.

September 1979 A site visit was made by NIWL staff. NIWL recom-

mended further involvement of EIAs, the local

union, and other resources. Survey results were

disseminated. Tha Union Review began publishing

the site coordinator's articles on the project.

October 1979 NIWL staff and the Senior Project Consultant

visited management and union officials involved

in the project, met with groups, and held strat-

egy meetings. The role of the lof union lea-

dership in the project was sTeatly expanded and

commitments of its resources were made. Six

new EIAs were added, including one Hispanic at

the Ficus complex. The EIA group began meeting

formally as an Education Committee (EC) once a

week to discuss problems and strategies, tuition

refund policy, and education information. The

EC and the coordinator began following weekly

work tasks with an end goal of reaching each

worker six times through direct individual and

group contacts and print/visual information.



EIAs began making direct worker contacts. The

company planned greater use of in-house resources

to publicize tuition refund. Also, it agreed to

provide four hours release time per week for up

to ten EIAs for the remaining eight months of

the project for project activity. The GTC Tui-

tion Aid Coordinator and the chair of the local

union's Education Committee (Second Vice Pres-

ident John Strickland) were added to the project

planning committee. The lAtion Aid Coordinator

attended an EC meeting and answered questions.

A new GTC brochure on tuition aid was released.

November 1979 Local 11588's Education Committee chairperson

attended an EC meeting and discussed EIA strat-

egies.

December 1979 CWA local,Aistrict, and international repre-
,

senta4ves met with the site coordinator to plan

a tuition aid publicity event to be held in con-

junction with the local's scholarship awards.

The site coordinator enrolled in the University

of Redlands accelerated degree program for a

B.S. in Business Administration. The coordi-

nator wrote a letter on tuition aid which the

union mailed first class to the target group.

January 1980 EIAs completed their first round of worker con-

tacts. Several EIAs left the project due to job

transfers and maternity leave. Plans were made
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for the next round of contacts, includi follow-

/

up. The Area Personnel Manager was trapsferred;

his position was filled by someone who had used

tuition refund for an M.B.A. EIAs we e encour-

aged to report worker contacts in gr ater detail

on the forms they use to record work r contacts
.

(Appendix G). The new Area Personnl Manager

and a Personnel Representaiive atte ded/Some EC

meetings. Tuition refund informat on 'dissemina-

tion through company and union newspapers and
4

posters continued, as did Ontacts with local

educators. The Universi ylof Redlands expressed

aii interest in offerin cl4sses at the local

. union hall as they do /at GEC.

February 1980 The second round (.:f 10A contacts was underway.

1

Data were compiled on tuition aid users in the

target area. One new EIA was added to the EC.

A panel of five project representatives de-

livered a presentation on the site at an NIWL

regional dialogue on work114e education and

training in Berkeley, Calidornia.

March 1980 Labor-management negotiations were ongoing as a

three-year contract had expired and no new agree-

ment had been reached. The site coordinator and

tuition aid coordinator attended NIWL's second

regional dialogue in Minneapolis, Minnesota, and

delivered A presentation. The site coordinator

reported or Lhe EC at a union meeting.

April 1980 The site c.lot.inator and the EC were itvolved in
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distu'ssions with area educators who were in-

terested in offering classes at GTC. A new

three-year contract was ratified. The third

NIWL regional dialogue in Bcwton, Massachusetts,

was attended by the site coordinator and the

Tuition Aid Coordinator who again made a pre-

sentation on the project. Plans were under-

way, for the second survey administration and a

case study of the project, both to be cond cted

in early June by NIWL staff.

May 1980 EIAs completed their second round of contacts

and prepared to terminate their official/EIA

responsibilities.

June 1980 The second survey was administered to 100 ran-

domly selected workers. On-site interviews were

conducted by NIWL staff with nearly thirty peo-

ple who had been involved in the project for a

case study report of the project's impacts and

outcomes. The EC officially disbanded; posai-
-4

bilities for follow-up were discussed. The

coordivator provided educators with names of

students who had indicated an interest in

their programs. The site coordinator position

was extended until September 1980 to enable

follow-up worker contacts and further data

collection on tuition aid use. Indications

were that tuition aid requests 'were up. The

.
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EIAs received letters of appreciation for

their service from NIWL to be included in

their personnel folders (Appendix H).

July 1980 Certificates of service from NIWL and the CWA

International were sent to the EIAs (Appendix I).

Data fram the second survey were compiled and

the case study report, with recommendations for

follow-up action, was drafted.



VII. PROJECT OUTCOMES

A; Impacts on Workers

The awareness level of tuition refund has jumped
from 10 to 90 percent because of the project.

--EIA Comment

The overall objective of the project was to increase workers'

awareness of the tuition refund plan and educational oppor-

tunities available to them. Was this objective met?

The answer is a decided-yes, according to both anecdotal

and survey evidence.

Though interviewees were not unanimous in this view,

large majority clearly felt that the project had substantially

boosted awareness of tuition aid. This sentiment was echoed

by management and union officials, EIAs, supervisors, and

workers.

Most interviewees did not share the degree of optimism

reflected in the guestimate of the EIA quoted above. Neverthe-

less, one supervisor stated that "now that there's been the big

push through the project, the majority of employees know about

tuition. refund. That certainly wasn't the case when I used

the benefit h number of years ago." Several .other company repre-

sentatives and one worker stated that while they were not aware

of actual numbers, the pioject had definitely increased overall

awareness of the tuition refund benefit.

The sentiment of union representatives was also that the

project haddefitLitely expanded employee:knowledge of the

benefit.' Local 11588 Officials were enthusiistic in their
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recounting or; the calls they had received throughout the year

from members wanting to know more ab-lt tuition assistance and

how they could take advantage o2 They, too, stated that

the word had filtered to others outside the project target

area. In the words of one of ttui officials,
c

All we have to do is sell the program; it ddesn't
cost a dime. That's what the site coordinator and the
Education Committee did all year, and it's worked.
We've received many more calls from members who are so
interested and want to know more.

This word-of-mouth or "filtering out" effect was also

described by EIAs who said they too got calls for information

from people outside their target area. Some of the workers they

contacted subsequently transferred to other GTC jobs and told co-

workers about the EIAs; interested co-workers then contacted the

EIAs. Another sentiment expressed by several EIAs was that while

an impact was made, they had contacted so many people that they

had lost a sense of how great their effect actually was.

Not only are there strong indications that the project

increased employee awareness of tuition aid, but there is evidence

to suggest that the project may have led to a growth in employee

use of tuition aid. A management spokesperson who is familiar

with employee's educational activities speculated that three to

four times as many now use tuition aid because the project.

The Tuition Aid Coordinator stated that seemingly a tc the

project, there has been a definite rise in the numbe of refund

applications being processed, as well as requests to her office

for information. While the exact figures are as yet unavailable,
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she said that there has been an increase in tuition reimbursement

applications in the Eastern area as a whole (which covers more

than just the Pomona Valley project target area).

The comments of several interviewees suggest that the

project may have increased use of tu4.tion refund by those em-

ployees who (1) were already in school but had been unaware of

the refund benefit, and (2) had been considering returning to

school and learning of available tuition refund money provided

them with the needed push to enroll.

Other impacts were mentioned by interviewees. One super-

visor commented on the importance to employees of seeing that

education is so important to GTC that there was a special pro-

ject to promote it. Also, one EIA mentioned that many employees

were not aware that tuition aid covered career-related (as

opposed to strictly current job-related) education and learning

this encouraged them to explore other fields within GTC.

What do the survey results show about increased awareness of

and interest in tuition aid and education and training? Eighty-four

of the 100 workers who responded to the second survey (administered

in June 1980) stated that they were familiar with the GTC tuition

aid plan, as compared to only 59 of the initial survey,respondents.

The number very familiar with the plan jumped from 14 to 23 per-

cent and the number unfamiliar with the plan dropped from 41 to

only 16 percent. Those respondents unaware of their own eligi-
O

bility for tuition aid dropped from 58 percent in the first

survey to 42 percent in the second. The percent of those employees
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saying they had received information on tuition aid within the

preceeding six months rose from 20 to 72 . Inadequate tuition

aid plan information was cited as a problem by 66 percent

of first survey respondents but by only 42 percent of those

answering the second survey. In the initial survey, 32 percent

of workers said they had received information on education and

training in the preceeding six months; this figure was 52

percent in 'lie second survey. Reported use of tuition aid grew

from 5 percent to almc'st 9 percent, and the number of respon-

dents anticipating tuition aid use within the next two years

grew over 7 percent.

The testimony of many key project participants, coupled

with some very persuasive survey results, make a strong case for

stating that the project successfully met its prime objective

of enhancing GTC workers' awareness of their tuition refund plan.

B. Other Impacts: Organ. zations and Individuals

Company

The existence of the project increased company aware-

ness of tuition refund and the need to encourage its use by hourly

employees. Furthermore, the project reportedly encouraged

several company representatives themselves to return to school

under tuition aid.

Several management spokespersons also described the pro-

ject as a joint union-company endeavor which boosted morale

and had a positive impact on the working rel..aronship between

the two organizations. One said it made him much more attuned

to *he important role the union has in employee education.
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"This was a cooperative, nonadversarial venture, reflecting

the commitment of both organizations to education of our people."

What was the project's impact on supervisors? Though not

a unanimous sentiment, several iaterviewees felt that through

the project, supervisors had become more aware and knowledgeable

regarding tuition aid. This could be due to their sup,rvisees

and/or they themselves attending meetings held by EIAs. One

supervisor of an EIA said that since the project, other super-

visors had approached him (the EIA had been transferred) with

questions about education so that they would now be able to

respond to their employees' inquiries. "Education is morn out

in the open now, and supervisors want to be able t.) answer

their employees' questions." The project had showed them too

(the supervisors) the high value GTC places on £ducaLion, this

interviewee felt. But he also said that supervisors felt

less burdened, because EIAs were now handling educational infor-

mation for employees. Oae superintendent of employees outside

the project target area asked an EIA to talk to those employees,

on company time, about tuition refund.

It appears that the project resulted in increased involve-

ment and visibility of the Tuition Aid Coordinator. Though

initially not involved in the project, the coordinator shared

data with Elks and the site coordinator, delivered presentations

on the project at the three NIWL regional dialogues, and par-

ticipated in the second survey administration. Through the

course of EIA talks and written publicity of tuition refund,

the Tuition Aid Coordinator was repeatedly identified as the
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appropriate person to contact regarding use of the plan, Thus,

it seems probable that employee awareness of the coordinator

and her position grew as a result of the project.

Union

Our union has always been interested and involved
in education. But now the company is more aware of
that and of the role we have to play in employee edu-
cation. The project has also helped to rai e the
consciousness of our membership about the importance
of education.

The project has had a great effect in opening our
eyes to membership needs and role of we, the leader-
ship, in developing programs to meet those needs.

-- Comments of union rep. -,ntatives

As the above quotes indicate, the project appei,,,s. '..x) have

made a notable impact on the union. Collaboration wit, 4..ne

company. . .membership interest in education. . .develc,,,,r.c. of

new programs -- these all seem to have been sparked by

union's participation in the project.

The local leadership described the project's "eye-opening"

effect in glowing terms:

The project prompted us to better see the value of
tuition refund in meeting our memb-,rs' educational
needs. And the Education Committee cis a key link to
the membership. . .We began thinking abut all the
ways we could develop our own progrems co ,enhanc:: and
supplement the value of tuition refund.

The local's Education Committc-- broadened its focus

beyond the traditionally exclusive ce!n,:.ern stewards'

training. A representative of the University of Reelailis met

with officials of the local to explore the possibility of

offering electronics and other courses (covered by tuition
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refund) at the uniocl or some, other community space. Con-

tact was made through an NIWL regional dialogue with a program

to aid women ente- lng the labor market to explore its appli-

cability to the target area. The leadership developed a plan

of courses and programs to meet membership needs and exp.,ored

the teaching and other community resources -,,hich could be

enlisted to respond to those needs. It also rained a sense of

its existing resources and how these resources could be put to

better use in developing education programs for the membership.

Site Coordinator

According to many reports, including his own, serving as

site coordinator had important outcomes for Joel Clifton. The

most obvious was that he, himself, decided to return to school

for a Bachelor of Science in Business Administration from t..e

Redlands' accelerated degree program.

Equally important, however, are more subtle impact:;,

including changes in attitudes and self-perception. The

coordinator reported greater trust in his own abilities.

Through the project, he developed many skills needed to fulfill

the demands and responsibilities of his position -- skills 411

writing, organizing, communicating, public speaking, etc. Having

discharged these responsibilities with success, the c .,crdina-

tor's self-confidence increased, and this appears to have '.nZluenced

his decision to return to school. Along with this, his kncwlege

grew rapidly -- both specific knowledge, about tuition .id and

local educational opportunities, and broader knowledge, that

a greater understanding of company and .4lion policy and perspectives,

as well as Ae mechanics of-administering,a demonstration

researa project.,
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The understanding the coordinator gained through the pro-

ject of orgaCzational problems and perspectives led him to

a more open, less "black and white" way of viewing the various

parties involved. Reportedly, that significantly enhanced his

ability to relate effectively to those parties, and it would

seem that an effect such as this would impact his future

activities and relations as well.

2IAs

Being an EIA has opened many doors for me, not in
ale way of job opportunities, but in ways of self-image,
inner talents, motivation and etc. . .and, if I had the
chance, I would do it fity times over.

This testimonial eloquently illustrates the positive

impacts on EIAs of their peer advisement experience.

As mentioned, EIAs become known as general resource .

people and advocates to whom employees could turn for informa-

tion and assistance. This visibility and responsibility en-

hanced their self-esteem and sense of purpose. One EIA described

how filling this role gave her an "up" feeling. It also moti-

vated her to continue her own education.

The self-satisfaction and self-confidence gained from

helping co-workers seemed to build EIAs' leadership potential

and activism in other areas. Several moved into stronger leader-

ship positions within the union. Also, most of the EIAs were

female. Though many had not known each other prior to the

Education Committee, they became active in women's issues and

formed a separate women's group whiOh met in the evenings. It

would seem that, as with the site ioordinator, the enhhnced

sense of strength and ability achieved by the EIAs could im-

portantly affect their future en4eavors in both their work and

personal Ts. IV-54



Overall, it appears that the project not only impacted

positively on its specific concern -- employee awareness of

tuition refund -- but had important related and often unantici-

pated outcomes for the numerous parties involved.

C. Relative Success of Various Roles and Interventions

Company

The survey results provide strong indications that company

efforts to promote tuition aid throughout the project made a

very significant impact. There was little consensus among

interviewees regarding the value of the company newspaper as a

means of publicizing tuition refund. The lack of consensus

stemmed from disagreements regarding the level of readership of

General News. In the second worker survey, however, 36 percent

of respondents stated they had received tuition aid information

from the company newspaper, as opposed to 20 percent in the

initial survey. The number stating they had received this

information from handouts jumped from 9 to 56 percent; and from

company meetings, there was.an increase from 4 to 27 percent.

Respondents were likely to have considered EIA group meetings

in the "company meetings" category. Along the same lines, the

number of respondents stating that there was an individuio.

within the company to provide educational advisement jumped fr-a

32 percent to 58 percent, and the number reporting they ha,; seen an:.

individual for advisement within the last two years increased

almost 16 percent. Some interviewees also expressed doubts about

whether company bulletins or posters were read. Nevertheless,

the second survey revealed a sizeable jump in the number of workers
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stating that the company encouraged them to use tuition aid.

While 25 percent of workers reported this in the first survey,

this number increased to 55 percent in the second survey.

Union

Both company and union interviewees pointed to the important

part the union had to play in disseminating tuition aid infor-

mation, through word-of-mouth, the union newspaper, bulletins,

the mail, and membership meetings. Its visibility among hourly

employees was considered crucial in this regard. Local union

officials felt that the mailing they did (containing the coordi-

nators' letter urging employees to use tuition aid) had an

impact because it was dent first-class, rather than the usual

bulk mail, and thus drew more attention. They reported that

this letter stirred interest among workers, some of whom called

the union for more information.

The survey results evidenced the impact of the union's inter-

ventions. From the first survey to the second, the number of

respondents stating they'd received tuition aid information

from the union newspaper increased from 3 percent to 19 percent

and from union representatives the number jumped from 2 to 28

percent. The number who cited union representatives as their

preferred source of tuition aid information increased from

about 12 percent to 25 percent, and the percent stating there

was an individual within the union to provide educational ad-

. visement grew from 14 to 37 percent. Further, nearly 40 per-

cent of second survey respondents said the union encouraged

them to use tuition aid, as compared to only 6 percent in the

first survey, and 42 percent said the union encouraged them to

seek education and training, as compared to only 14 percent

initially. 11;8 IV -59



Site Coordinator

The importance, value, and success of the site coordinator

role was stressed repeatedly by interviewees. There was a

strong consensus among the company, union, and EIAs that the

coordinator was a key factor in the success Of the project. Why

did the coordinator role work so well? Leaving aside individual

personality traits (which were often mentioned and certainly had

an important positive impact), the incumbent was very well-

known (and respected) among both union and company constituencies

and thus had a ready made "in" with 'many people from the start.

This strong base of support clearly made a difference. Through

the project, the coordinator became a recognized source of educa-

tional information, as well as the key cont'-P^ person and inter-

mediary; thus the effectiveness and impact of his role further

grew.

EIAs

Nothing is stupid if you think it's worth asking.

EIA comment to group of worker
advisees

Through the EIAs, educati6nal_information was disseminated

to workers by their peers in a personalized and decentralized

manner. The importance of the element of personal and peer con-

tact was stressed by several interviewees. ')ne supervisor mentioned

that this important to many workers for whom a trip to a

centralized company office for counseling might be inconvenient

and/or threatening. A company official concurred; stating that

amployees'-psychological barriers regarding education were best

overcome by having a co-worker (rather than a supervisor) engaged
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in offering encouragement and support, Another management repre-

sentative augmented this point, describing the success of the

EIA role as follows:

EIAs were enthusiastic, insightful, and well=known
people with union contacts and excellent rapport
with hourly employees. Had they not been hourlies and
oftentimes union stewards themselves the project would
definitely not have been as effective. . . .Most em-
ployees who ask about tuition refund aren't sure about
it, so who ta-SF get the information from will make or
break tie outcome; it's crucial.

Several EIAs also commented on the fact that they were also

union stewards. As one explained it, "My constant exposure as a

union steward and ari EIA made me known as/an accessible resource

person and advocate". Others concurred, suggesting that their

acceptance and usefulness as EIAs may have been facilitated or

enhanced by their preexisting visibility as stewards.

EIAs stated that although the initial formal training they

received (from NIWL staff and the Senior Project Consultant, who

is also director of the Rutgers Labor Education Center) was

helpful to them, more helpful still was the "field" training

they subsequently received from the site coordinator. This latter

training was helpful both in terms of the practical tips it

offered and the moral support it provided when they needed it.

One EIA commented that when the Education Committee's

duties were revamped and expanded early in the project, she

found that she had greater responsibilities than she'd ex-

pected but was able to get much more actively and enjoyably

involved in the project. "I was able to get much more in-

formation out to people in the field, once our role was in-

creased." The value of this word-of-mouth form of informa-

tion delivery was mentioned by EIAs and other interviewees.
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What did the EIAs set out Lo do? According to one, "Our

responsibility to others was to be an 'up' and to boost them

about education." How was this best done? Here, the perspec-

tive was mixed. The general sentiment among EIAs was that indi-

vidual contacts with workers often made it easier for them

(workers) to open up, listen, and ask questions.. Nevertheless,

group meetings also had advantages because groups tended to

provide more motivation and also allowed employees to benefit

from questions raised by others.

Providing motivation was not just a problem regarding the

workers being addressed. A few EIAs described their own moti-

ivational difficulties: Explained one,

In our second round of contacts, our motivation
was really down because we'd encountered so much
negative sentiment or lack of interest the first
time. Se we had to try and remotivate ourselves.
I would do this by picking any, topic that would
get them talking, whether or not related to educa-
tion. That would draw people out and remotivate
me, and then the education discussion would go
fine.

Research Interventions

It is,worth noting the impact of a less obvious, but

significant, intervention. The mere existence of a study of

tuition aid use at GTC had an effect .1n awareness in and of

itself. Research interventions such as the Surveys and case

study promoted greater knowledge of the tuition aid plan. For

example, in the course of the case study, a worker was interviewed

who descri ed herself as unfamiliar wita the project and the

tuition re and process. By the end of the interview, she had

received itforma.tion and encouragement.about the plan and/was

referred tcl tne of the EIAs for further advisement.
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D. Local Recommendations for the Future

Almost unanimously, interviewees expressed strong interest

in hearing about the results of the project (i.e., second survey

data, case study etc.) and any possibilities for continuation

of certain of its components. There appeared to be an openness

and curiosity about others' reactions to the project 4nd to the

tuition aid program in general. The comment of one management

official reflected the view of several:

The s 11 ggestion was also made by these officials that NIWL present

reco..endations gleaned from the project which they could then

I think the tuition aid program is a good, strong
program and I don't think it needs major changes.
But I'm very interested to see the study's results,
because if it does reveal major employee concerns,
then we should explore ways to revise the program.

submit to the company's top leadership for consideration. Thus,

the expressed level of interest in_ exploring next steps was

quite high.

Specific suggestions for next steps offeFed by company repre-

sentatives included the following:

GTC should advertise tuition refund on a continuous

basis, regularly printing articles and bulletins on it

in employee orientation, with supervisors fully know-

ledgeable about the program.

An accessible and well-known resource piED2a should be

available within each company region or locale to inform

Azorkers of tuition aid and educational opportunities. If

feasible, this person would be mobile and would do out-
,

reach counseling, reaching new workers early in their

career at GTC.



Continue the EIA/peer advisement model, heavily

involving union stewards as sources of information and

encouragement for workers seeking to continue their

education.

Utilize union membership meetings as a way to reach

workers regarding education and tuition refund. 1

Union representatives offered the following suggestions for

next steps:

Begin a continuing company-union dialogue to discuss the

tuition refund program and to explore the long-range possi-

bility of its becoming a negotiated item.

Examine possible revisions or expansion of the current tuition

aid program, as well as follow-up actions, with parties

involved in the demonstration project.

Activate more fully union involvement in apprising members of

tuition refund and counseling them regarding educational

opportunities.

Continue the use of EIAs as a means of raising membership con-

sciousness about the importance of education.

Develop through the local union in cooperation with educators

and community groups a broad education program, not

limited to the target area, which will meet the immediate

and future needs of the membership; including, for example,

electronics courses at the union hall, a women's resource

center, and labor studies.

1/ Note: These recommendations do not necessarily have unani-
mous support, but a mention here indicates support
by at least several persons.
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Continue the local's Education Committee, under the

leadership of the project site coordinator, and use

funds of the local to finance release time for further

ETA work.

Recommendations by EIAs for future actions were:

Develop centralized resource centers -- perhaps in GTC

cafeterias -- with educational information, tuition aid

application forms, the personnel practice guidelines,

and names of contact people.

Activate a peer educational counseling system, with

counselors (each with a strong interest in education)

available from different age groups to explain to co-

workers what to expect and prepare for in a return to the

classroom.

Hire several full-time counselors within the company --

in different regions plus mobile where needed -- to pro-

vide educational advisement and encouragement.

Develop audio-visual documentation of the EIA experience

(developed by the EC) which could be shown at employee

orientation, safety meetings, and union membership meetings

as a way of promoting external education.

As reported, a number of interviewees cited the current

tuition reimbursement payment meLhod as a barrier. Several

educators advocated alternative payment methods, including:

(1) having the company pay tuition directly to the schools

rather than to the student, and p) reimbursing students every

/

twelve to fifteen weeks, rather than by semester, to ease the

financial burde on plInts. /
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VIII. SUMMARY AND CONCLUSION

A. Summary

Through the Pomona-area tuition refund demonstration project

for GTC hourly employees, labor and management collaboratively

addressed one of the most important barriers to worker use of

education, that of insufficient information. Initially, the

demonstration site was a classic example of a common situation --

a setting in which the company values education, the workers

want it, & comprehensive education benefit is offered, and few

use it. Also, there was little appreciation of the gap between

the present and the possible. Local parties, on agreeing to

participate, came to support the project and eagerly gave of

their time, resources, and interest to make it happen.

The project began in June 1979 with the selection and

training of a site coordinator and the administration of a survey

questionnaire on education and training to one hundred randomly

selected hourly workers within the projecc's target area, Pomona

Valley. Also, education information advisors were selected and

trained, and an information dissemination strategy was devised.

In accordance with the model on which the project was based,

hourly employees were apprised of the. GTC tuition aid plan and

local educatio al opportunities through articles in the company

and union newspapers, brochures, mailings, posters, and EIAs.

The latter were a central focus of the project. EIAs informed

and advised their co-workers individually and in groups and

also met weakly as a committee to discuss goals, problems, and

strategies. The company afforded each EIA four hours' release

time a week to fulfill the position's responsibilities.
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Throughout the course of the project, the site coordinator

handled day-to-day operations, chaired the Education Committee,

met with individuals and groups regarding the project, and acted

as liaison with NIWL. Several months into the project, the

local union increased its level of involvement in project activity,

and it provided the coordinator with resources and materials with

which to publicize and promote tuition aid.

At the close of the project, the survey questionnaire was

again administered to one hundred randomly selected workers.

Also, in-depth on-site interviews were conducted with project

participants for a case study report. Both the survey and case

study were designed to assess the impact of the demonstration

project intervention on workers' awareness and use of tuition

aid as well as attitudes regarding education and training. The

site coordinator position was extended three months to enable

further data collection and follow-up worker contacts.

What were the effects of the project? In less than a

year's time, through the combined efforts of the company, the

union, the workers, and NIWL, GTC employees' knowledge of

their tuition refund program increased significantly. The infor-

mation delivery strategies developed appear to have worked remarkably

well. The survey results, along with anecdotal evidence, render

striking evidence of the project's success. Table 1 summarizes

some key comparisons of first and second survey data.



TABLE 1

THE FIRST AND SECOND WORKER SURVEYS: KEY COMPARISONS

?ERCENT RESPONDING--
SURVEY ITEM FIRST SURVEY

PERCENT RES-
PONDING --
SECOND SURVEY

Very familiar with company's
tuition aid plan 14 23

Famiiar with tuition aid plan 59 84
Unfamiliar with tuition aid plan 41 16
Received tuition aid information

within preceeding six months 20 73
Problem with inadequate tuition aid

information 66 42
Received education and training

information within preceeding
six months 32 52

Received company encouragement to
use tuition aid 25 55

Received tuition aid information from
company newspaper 20 36

Received tuition aid information from
handouts 9 56

Received tuition aid information from
company meetings 4 28

Received union encouragement to use
tuition aid 6 39

Received union encouragement to use
education and training 14 42

Received tuition aid information
from union newspaper 3 19

Received tuition aid information
from union representatives 2 28

Saw an individual for educational advise-
ment within the last two years 31 47



Furthermore, the project seems to have accomplished much

more than it set out to do in its narrowest sense. By all

indications, the efforts of the EIAs, the site coordinator,

and other parties involved in the project generated a high level

of interest and enthusiasm for the notion of promoting educational

opportunity for hourly employees. The strong interest in

further actions is ample evidence of this. In interview after

interview, the sentiment was expressed that this project started

something important which should not die out after its official

termination.

B. Issues

In the course of the case study interviews, a number of

issues were raised which, although not strictly related to the

project and its impact, were clearly areas of concern and were

seen to have some connection with the question of GTC workers

and their use of education. These issues are outlined briefly

here; they represent areas which were either identified as pro-

blems and/or in which there was a notable lack of consensus.

They are mentioned mainly because of their possible relevance

to any future efforts undertaken at the site.

Company

a. General Role

There was a lack of consensus among interviewees re-

garding the degree to which GTC was involved in promoting

tuition aid. While some noted the clear, high priority given

to the tuition refund demonstration project, others questioned

the place of tuition aid on the company agenda, what with other
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concerns such as financial survival, internal training,

management development, and safety programs taking a high

priority. According to employee perceptions revealed in the

survey data, GTC's encouragement of tuition aid use has grown.

How far should the company go in encouraging its employees

to use tuition refund? Two viewpoints emerged. According to

one, there are employees who will not be motivated no matter

what, and once they are provided with information, company

responsibility for encouragement ends. As one management

official put it:

'You can take a horse to Water, but you can't make
it drink.' If a student has the incentive, he'll
use education. The company should not hold his hand
and take him to registration.

According to this view, there is not need for a continuous

educational .advertising campaign. Yet the opposite view,

equally popular, is that continuous advertising is essential

if advertising is to be effective. One supervisor stated

that; "Industry's responsibility, beyond offering education,

is to entice employees to use it."

b. Tuition Refund Plan

Two quite distinct viewpoints were expressed by the inter-

viewees about the tuition refund plan. Several company repre-

sentatives described the plan as strong, valid, flexible, and

very, generous, with one calling it "as good as any in the

country" and another referring to it as "better than those of

most large companies." The fact that the plan covers supplies

as well as its liberal criteria regarding acceptable schools

were pointed out as evidence of high quality. And one worker

glowed as she described her disbelief that the company would
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pay for her education at a private college. "The refund pro-

gram is fantastic! When I found out about it, I thought it

was too good to be true."

Critics of the GTC plan referred to it as restrictive

because it: only pays hourly employees 75 percent, covers only

job-related courses, doesn't advance tuition money, and doesn't

cover family members. A union spokesperson said that the member-

ship perceived the plan as supervisor- rather than worker-oriented

and thus were nct inclined to use it. A management representa-

tive commented, "The main negative I've heard about tuition

refund is the outlay of money required. Advancement would

really draw a lot of people to return to school and use the plan."

c. Release Time

There were a variety of, opinions regarding EIA release

time and supervisors' responses to it. It seems probable that

this simply reflects an actual range of sentiment among super-

visors which can't be generalized. Company representatives'

responses were mixed but basically conveyed a sense that though

release time could create scheduling and productivity problems,

it was still pr,-bably a necessary and worthwhile thing which,

in many instances, paid off. One supervisor stated that:

Release time is two-edged; and in personnel, we
really had a struggle deciding whether or not to
grant it. On one hand, it's good and necessary,
but on the other hand, it creates manpower problems.

According to another supervisor, supervisory reaction to

release time was contingent upon the nature of the employee's

job and how it would be affected. by the hours off. Several EIAs

described the delineation in supervisory reaction as based on

age, with younger supervisors often very accepting of the project.

.
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Older supervisors, however, reportedly sometimes felt resentful

or threatened, as they had gotten where they were without educa-

tion and saw no need for it and/or were afraid of being replaced.
P

This perception of supervisors' reactions as based on age was

not, however, shared by all EIAs. Several EIAs commented that

supervisors were concerned about release time at first, but

once they understood the company policy and the project, they

became much more accepting.

d. Supervisors

The role of supervisors -- both existing and desired --

in promoting tuition refund was discussed at length by many

interviewees, and again no clear consensus of opinion emerged.

Regarding the existing role of supervisors in providing

tuition aid information, many interviewees stated that even

though supervisors theoretically know about tuition aid and

advise employees about the plan, they often do not, because they

have so much information to disseminate that tuition aid fre-

quently gets lost in the shuffle. It is simply not top priority.

This viewpoint was quite common.

The strong differences of opinion emerged, however, in

regard to the role supervisors should play in providing educa-

tional information. One school of thought was that supervisors

served as informational focal points regarding the company and

were in continuous contact with employees; thus, they were the

proper and the best people to advise employees about tuition

refund and educational opportunity. A second perspective was

that supervisors should know enough to at least refer employees
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interested in education to the appropriate source.

The other. school of thought was that supervisors definitely

were not the desired source of tuition aid information for

employees. Several interviewees firmly stated that supervisors

could be threatening and that the effectiveness of the project

rested largely on a mode of information delivery that involved

using hourly workers as peer advisors. Two management repre-

sentatives stated that EIAs who were union stewards were in the

ideal position to play an encouragement role.

'According to both surveys, over half of respondents would

like to receive tuition aid information from supervisors, though

this number decreased from 70 percent to 53 percent.

e. Workforce Training Needs

A number of interviewees emphasized the crucial importance

of training employees to prepare for the technological changes

the industry will undergo in the near future. While some ex-

pressed strong fears that technological change would result in

extensive loss of jobs, others said that skill needs would change

(thus the importance of training) but the total number of jobs

would not diminish.

Union. Role

The majority of interviewees who commented on the subject

stated that the union had an important role to play in promoting

education to hourly employees. The EIAs were cited as an excellent

vehicle for this. One management representative, however,

expressed the view that in the utilities industry (as opposed

to_manufacturing) employees look to the company more than the
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union for benefits and would not consider the union an appro-

priate source of educational information.

Barriers

Many interviewees commented on the major barriers they

perceived which inhibited workers from returning to school and/

or using tuition refund. The following are the barriers most

frequently cited:

Overtime, shift work, and other work scheduling problems

Inability or unwillingness to pays tuition up front

Fear of returning to the classroom

Adult responsibilities which conflict with schooling
(children, etc.)

Grade level requirement for reimbursement

Lack of information

Peer pressure against education

Red tape in educational institutions, and

Lack of management emphasis on the importance of exter-
nal education for personal growth.

Perusal of worker contact forms submitted by the EIAs (with

employee comments entered on the forms) revealed that the following

barriers were most commonly cited by workers: lack of interst

in education, too old to return to school, financial problems and

need for advance payment, lack of time, child care problems, no

need for education, and lack of information about education. Of

these, the advance payment issue was the concern most often

expressed by workers which inhibited them from returning to

school. In addition to the many who advocated total up front

tuition payments, one worker proposed that the company pay the

workerrabout half of the education costs up front and then pay
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the balance upon proof cf course completion with a passing

grade.

The second worker survey results confirmed an idea advanced

by some researchers that when theiinformation barrier is reduced,

-as was done in this project, other barriers will emerge. For

example, if a worker is unaware of an education plan altogether,

he or she is unlikely to list a factor such as payment method

as a barrier to its use. As he or she becomes familiar with the

provisions of the plan, however, a critique of its specific

features or restrictions may well develop. This seemed to be the

case in California. In a listing of possible barriers to the

use of education and training, information and advisement barriers

decreased from the first to the second survey, while certain pro-

gram and other barriers, increased. The following noninformational

barriers were cited by over 10 percelit more of second survey

respondents than first: inconvenient scheduling of education

offerings, work scheduling difficulties, problems with child care;

lack of free time due to family responsibilities, and belief that

education will not result in promotion or a better job.

C. Conclusion

The demonstration project succeeded in meeting its prime

objective of raising employees' awareness of their tuition re-

fund plan. Beyond this, it generated much interest ineduca-

.tional information and advocacy for hourly employees.

Not only was there widespread support among project parti-

cipants for continuing certain components of the demonstration

model, but there was significant consensus regarding what the

priorities for action should be: These priorities fall into the

the following areas:
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4. Ongoing information dissemination.1 Many' interviewees

stressed the need to promote and advertise tuition aid and local

educational opportunities on a continuous basis. This could be

done through an educational 'resource center, company and union

newspapers, bulletins, posters, supervisors, and meetings.

Use of a resource person. The value of the site coordinator

as a central, knowledgeable, and visible contact person was men-

tioned repeatedly. Availability of such a resource person was

cited as highly beneficial to the success of the education infor-

mation delivery system.

Peer advisement. Project participants were virtually

unanimous in their praise of the EIA model. The use of employees

as educational counselors for their co-workers was viewed as a

highly effective advisement mechanism. This was true regardless

of whether supervisors were also perceived to have an informational

role and whether or not the union was seen as having an educa-

tional advocacy function.

Collaboration. A number of interviewees noted the value

of full involvement of the union (through stewards as counselors,

membership meetings, etc) and suggested that active company-

union collaboration be a cornerstone of the education information

system.

Central to the success of the project was the willingness

of the company to open its doors and to provide time, access,

personnel, and other resources as needed. If the high level of

company and union commitment evidenced throughout the project

year were to be maintained, then the outlook for actualizing the

above priorities, is quite good.
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On a broader scale, what has been accomplished in California

through the demonstration project suggests that the vast untapped

worker interest in lifelong learning -- for self-development

and advancement -- can be effectively activated by providing

educational information and encouragement through a

variety of means. And thus the California experience sheds

considerable light on what others can do to tap the often dor-

mant enthusiasm of workers for continuing the experience of

learning throughout their lives.
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INTRODUCTION'

The Model III demonstration project was officially launched

May 18, 1979 in Hartford, Connecticut. It incorporated three pro-

grammatic interventions: the establishment of an information

system, an educational advisement service, and relationships between

the worksite and education institutions. These interventions were

to focus on the clerical and maintenance employees of the State

Government of Connecticut, populations which historically had made

infrequent use of the state's tuition reimbursement plan. Their

purpose was to increase the knowledge of these target populations

about their tuition reimbursement plan and local opportunities

air education and training.

The model adopted in Hartford was one of three program models

developed by the staff of the National Institute for.Work and

Learning (NIWL)* on the basis of its extensive study of negotiated

tuition-aid plans (Charner et.al.; 1978), which was funded by the

National Institute of Education. The study was inspired by a

paradox: that although tuition-aid is available to many workers in

the United States, very few actually use this benefit to help

finance their education or training. Its primary purpose was

to identify any barriers which limit use of tuition-aid by workers
r

and recommend ways to remove-them. Inadequate information and

inadequate counseling were identified as two such major barriers,

.1

and the three interventions incorporated into 'Model III were recommende
t

as approaches which could lower or eradicate these barriers.

* Formerly the National Manpower Institute (NMI).
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After months of discussion, formal agreement wao secured

among the following parties to sponsor the Model III demonstration

project: the Personnel Division of the State Government of

Connecticut; two state employee unions, the Connectit State

Employees Association and the Connecticut Employees Union Indepen-

.dent; and a consortium of sixteen public and private post-secondary

institutions, the Coordinating Committfe for the North Central

Region. Funding was to be provided by the National Institute of

Education and technical assistance by the National Institute for

Work and Learning.

Fourteen months later, there is substantial evidence

of changed attitudes and knowledge levels among the target popu-

lations concerning their tuition reimbur-ement plan and educa-

tion and training. There are also institutional changes planned or

actually underway within the organizations which were party to the

Model III project. To cite a few examples of change:

o the percentage of the target population who report receiving

tuition-aid information has increased by nearly 50 points.;*

o the percentages of these workers who report information or

counseling barriers has decreased by,25 to 30 points;* and

the state government is simplifying the tuition reimburse-

ment system and has created a new professional position

within state service to coordinate the system.

These remarkable changes represent only part of the impact of .a

complex project, the ultimate results of whose interventions may

not be fully recognized for several years or more.

* According to a_comparison of the results of the first administra-
tion of a NIWL questionnaire to randomly selected workers at
the beginning of the project, with the results of the second
administration at its conclusion.
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This case study report describes and analyzes the Model III

demonstration project: its genesis, the events of the demonstra-

tion year, and the outcomes. It draws on extensive interviews

with project participants, the results of the two surveys of

clerical and maintenance workers, the site coordinator's records

and reports, official documents, and newspaper articles.

First, the problem is stated: why aren't workers in the

United States taking advantage of tuition-aid and what steps

could remedy this? The rationale and structure of the Model III

approach to this problem are explained. The selection of

Connecticut as the demonstration site is recounted. The state

tuition reimbursement plan and the clerical and maintenance work-

forces are described. Each of the four Connecticut parties is

discussed in terms of the pre-project conteit;,t4eir reasons

for participating, and their activities during the project. The

roles of the key Model III participants -- site coordinator, local

planning committee, and education information advisors -- are

analyzed, both as originally envisioned in the model and as

actually performed. A chronology of significant project events

is set forth. Lastly, the outcomes of the project are analyzed:

its effects on workers, parties, and participants; the success of

the roles and interventions tested; the recommendations from the

Connecticut site for the future; and a conclusion which summarizes

what we have learned,
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THE PROBLEM: AN UNTAPPED RESOURCE

More than nine out of ten companies in the United States

employing 500 or more workers offer tuition-aid benefits either

unilaterally or through negotiation with a union or employee

association (Lusterman, 1977). Many smaller firms also offer

tuition-aid.

But the great majority of eligible workers never take advan-

tage of these plans. On a national average, only three to five

percent of these employees actually participate in their tuition-

aid program.(AT&T, 1977 and Momeni and Charner, 1979). These per-

centages are even lower for hourly workers.

At a time when adult enrollments in education and training

programs continue to grow, why do so few avail themselves of this

source of financial aid? Even more puzzling, why is this especially

true of the workers who would seem to need tuition-aid the most,

those in hourly-wage jobs which typically provide low incomes and

littlII/ e promise of career growth in the future.

To examine this paradoxical situation,:the National. Institute

for Work and Learning conducted a comprehensive study of 198

negotiated tuition-aid plans under contract to the National Institute

of Education (Charner et.al., 1978). The attitudes of employers,

union representatives, and workers themselves were scrutinized to

learn why each valued education and what causes each identified

for limited tuition-aid use.. The study's primary purpose was

to identify barriers to the use of tuition-aid and to suggest ways

of overcoming these barriers.

V-10
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What the study revealed was that inadequate program infor-

mation and inadequate counseling were identified by large numbers

of workers (43.6 percent and 50.7 percent, respectively) to be

problems. Moreover, the percentages of nonparticipants in educa-

tion reporting these factors to be problems were significantly

higher than the percentages of participax_s, indicating the

presence of barriers to tuition-aid use. In addition to these two

structural barriers, the study indicated that two demographic

characteristics, educational level and age; relate strongly to

tuition-aid use. Two personal attitudes, lack of interest and a

feeling of being too old for school, were barriers for only a

small number of people.

Although only structural barriers are directly subject to

removal through program alterations, Charner et.al. (1978) points

out that attitudinal and demographic barriers might also be re-

duced by improved information or counseling services. Counseling,

for example, might help a worker understand the potential benefits

of education or training. Similarly, Cross (1978:15) observes:

"One wonders if many perceived problems with schedules, locations,

and courses are not ultimately due to lack of information about

the options that do exist".

To overcome these structural barriers, the NIWL study pre-

sented three program recommendations:

o develop new information delivery systems;

o improve education advisement services available to workers; and

o link the worksite and local education providers more closely.
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The third recommendation was conceived as a way to connect

workers with a first-hand source of education-related information

and counseling, the education providers, and to improve workers'

and educators' knowledge and understanding of one another. Whether

one or all of these recommendations is to be adopted, the study

emphasiz s the importance of the involvement of all principal

parties in a program's development and implementation.

With additional support from the National Institute of Educa-

tion, NIWL undertook detailed case studies of three tuition-aid

programs remarkable for the relatively high rates at which employees

participated. Among the factors which appeared to contribute to

these high rates were comprehensive information and counseling

systems and excellent relationships between the employer, union

and area education institutions.



THE MODEL III PROJECT: AN APPROACH TO THE PROBLEM

With this confirmation of the 1978 tuition-aid study results,

NIWL staff developed three alternative program models to test the

recommendations at local sites. Each local site that elected to

participate would adapt one of the models to its own situation

and conduct a demonstration project for one year. Model I

incorporated the information delivery recommendation, Model II,

both information and education advisement.

The original Model III, however, incorporated all three

programmatic interventions designed to make tuition-aid, educa-

tion and training more accessible to workers. The model was

structured to ensure that each intervention was carried out through

cooperative efforts by management, labor, and education

institutions.

The first intervention was to develop an information delivery

system to provide workers with adequate information on an on-going

basis about their tuition-aid plan, its provisions, and local

education and training opportunities. A variety of methods were

suggested: preparation and distributio of printed booklets,

bulletin board notices and handouts, spaper articles, management-

or union-sponsored meetin s, to e a few.

The second intervention was to establish an on-site educa-

tion advisement service to help workers apply for tuition-aid,

locate and apply for ucation and training opportunities, deter-

mine career plans, and overcome psychological barriers. Both

individual and group counseling approaches would be tested.
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Lastly, new working relationships were to be forged between

the employer and local education institutions to establish the

groundwork for later cooperative efforts to provide workers with

more suitable and convenient education opportunities. Based

on an assessment of workers' needs and interests, curricula could

be revised, courses more conveniently scheduled and located,

remedial programs offered, and new instructors hired.

Staffing of Model III was structured to promote collabora-

tion among parties to the project. A local planning committee

composed of representatives from management, labor, and education

was to be established. It would be responsible for the design

and implementation of the local program with technical assistance

from NIWL. It would issue broad policy recommendations and over-

see the site coordinator.

The site coordinator's role corresponded in complexity to

that of Model III itself. The tasks the coordinator would per-

form with regard to each of the three model elements were

stipulated in general terms at the beginning; the specifics were

to take shape as the local committee mapped out project activi-

ties. The coordinator was responsible for day-to-day operations,

implementing the local committee's plans, and serving as liaison

between the local committee and NIWL. As a participant observer,

the coordinator would maintain all records, chronicle significant

events in the life of the project, and report regularly to NIWL.

V-14
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Education Information Advisors (EIAs) were to be selected,

some from among workers in the target populations and others

from among managers of training units or personnel staff. Their tasks

fell into three categories:

o Information delivery: Explain to workers individually

and in groups, the tuition assistance program,

alternative financial aid sources, and both in-house

and external training and education opportunities.

o Advising: Help workers select'-appropriate education

or training and apply for tuition assistance, and

motivate them to use tuition assistance, Also

help them state their learning interests through

group discussion, interest inventories, and exploratory

interviews.

o Reporting: Collect and record basic data advisees,

report regularly to the coordinator, and communicate

the learning needs and difficulties expressed by workers

to the local committee via the coordinator.

The EIAs were conceived as the structural link between the

Model III administrative level -- local planning committee

and site coordinator -- and the workers in the target popula-

tions.

Within this broadly sketched framework, there was much

room for flexibility. Model III was intentionally designed

to permit maximum initative from the local parties and the

project staff. It was felt that more specific roles and objec-

tives should evolve during the course of the demonstration
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project according to the plans mapped out by the local planning

committee, the characteristics of the local site, and the expertise

of the local parties to the project.

Tci study the effect of the model, several methods of data

collection and analysis were planned. A structured questionnaire

was to be administered.to randomly selected groups of 100 workers

before and after the temnnstration project to measure the interven-

tions' effects on workers' knowledge, attitudes, and behavior with

regard to tuition -aid, education and training. The site coordinator

was to maintain comprehensive records including a daily program

diary. The EIAs were to record any contacts with workers. Finally,

a case study was to be prepared at the project's conclusion drawing

on interviews with participants, survey results, and the documents

and reports produced by the project.



THE PROJECT: KEY PARTIES

Selection of the Hartford Site

Once the models were drawn up, the search for sites for

their implementation could begin. The.site eventually chosen for

-the Model III demonstration project was Hartford, Connecticut,

thi capitol and base of state government operations.

The selection of Hartford was the consequence of several

circumstances coming together. Firstly, the state government

offered a tuition reimbursement benefit to its employees. An

analysis by the state Personnel Development Division early in 1979,

however, concluded that only four percent of the workforde took

advantage of this,benefit in any given year. Moreover, these per-

centages were lower for employees in the clerical and maintenance

units. This situation mirrored that described in the NIWL study

of negotiated Wition-aid.

Secondly, the state employed large numbers of clerical and

maintenance workers. Their numbers were sufficiently great to

permit adequate measurement of the interventions' effects on these

populations.

Thirdly, local enthusiasm for the project was great. In fact,

local interest in linkages between the state government and area

colleges can be traced back to the early months of 1977, when the

Executive Director of CSEA and the Dean of Education and Professional

Studies at Central Connecticut State College conceived of a project

which would assess the educational needs of the state employees,

provide a vehicle for work-education linkages, and draw on the
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tuition reimbursement monies negotiated by CSEA. This fact is

notable because it indicates local concern for the educational

needs of state employees and interest in linkages which predates

NIWL involvemetx at the Hartford site. Furthermore, the points of

correspondence between this concept and the Model III design may

have enhanced local interest in the adoption of Model III itself.

Discussions over a period of months between NIWL and the

Hartford parties eventually led to the shaping of a mutually satis-

factory proposal for a Model III project. A number of the organiza-

tions and individuals who were eventually to become members of the

Model III local planning committee were engaged in this collabora-

tive proposal development process by the summer of 1978 or even

earlier. Party to the discussions in Hartford concerning the

possible adoption of Model III were the state Director of Personnel

Development; the Coordinator of a consortium of higher education

institutions, the Coordinating Committee for the North Central

egion (CCNCR); representatives of the Connecticut State Employees

Association (CSEA), bargaining agent for clerical workers in the

state government; representatives of the Connecticut Employees Union

Independent (CEUI), bargaining agent for maintenance workers; and

NIWL. These parties worked out the proposal which eventually led

to a contract for a 14-month project, approved by the National

Institute of Education in April 1979.



Although the formal memorandum of agreement (see Appendix A)

which sealed the contract retained' the flexible structure of the

original Model III design, it did set forth broad goals and spell

out some specific responsibilities. The parties accepted as

common purposes:

To increase workers' awareness of tuition reimbursement,

education opportunities, and career options;

o To increase workers' interest in and use of these

resources, particularly tuition reimbursement;

o To develop education programs, courses, or methods

responsive to workers', agencies', and state needs;

o To provide a foundation for future cooperative efforts

by increasing communication and interaction among parties

to the project;

o To evolve the capability to continue and expand the

project beyond the original 14 month period;

o To develop ademonstration model which could be implemented

at other sites nationwide;

o To expand the knowledge base regarding ways to reduce

barriers to worker participation in education and training; and

o To, generate recommendations for work-education policy

at local, state, and federal levels,

The Connecticut parties also agreed to establish and sustain

the local planning committee, nominate candidates for the EIA

and site coordinator positions, provide facilities for the EIAs' and

site coordinator's daily activities, arrange for the survey

administrations, arrange for EIA participation in NIWL training, and

provide facilities for the site coordinator's training. NIWL

agreed to train the site coordinator and EIAs; be ivcountable or
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contract funds, design and implement a data collection and analysis

program at the site, ensure information exchange among its three

demonstration sites, establish reporting procedures for the site

coordinator, provide guidance in obtaining and organizing educa-

tional information, and convene site participants for periodic

reviews.

To understand the events and outcomes of the succeeding

months, it is essential to examine the environment into which the

Model III interventions were introduced and the involvement of

the original parties during the demonstration year. The following

sections examine characteristics of the cleridal and maintenance

workforce, the state government, the two labor unions, local educa-

tion institutions and CCNCR, and the tuition reimbursement plan.



The Workers: State Clerical and Maintenance Employees

The complex demands of state governance in ConnecticUt require

a workforce whose skills range over professional,- technical,

scientific, crafts, semi-professional, and unskilled categories.

The populations upon whom the denionstration project focused were

Clerical and maintenance workers at the five agency locations in

and around Hartford selected as sites for project activities.

Clerical workers include secretaries, -typists, clerks, data entry

operators, nonprofessional inspectors of documents and papers,

and other office workers. The maintenance workforce is extra-

ordinarily diverse, essentially blue-collar, and includes

skilled crafts workers such as electricians and bakers, building tradesmen,

truck .drivers, mmil clerks, duplicating machine operators, toll booth operators,

sanitation workers, and other service and maintenance employees. According to a

CEUI mxkesperson, fifty percent of the bargaining_Uriit membership are .Umeldlled

and semi-skilled "Maintainers'

At the outset of the demonstration project, a structured

survey was administered to a randomly selected group of 100 cleri-
,

cal-and maintenance workers. The findings were instructive. Of

the survey respondents, three-fourths were women, half were married,

and half were more than 45 years old. Less than 15 percent were

black, and only one percent hispanic. Four-fifths were CSEA

members.

Salaries are a primary concern of Connecticut state employees,

according to many observers. The survey shows slightly more than

one-half salaried with pay for overtime, and slightly less than

one-third hourly wage earners. Eighty-two percent of the survey

respondents reported a ual salaries under $10,000; more than
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95 percent earned less than $13,000. These responses parallel
/-

figures issued by the Connecticut Office of Labor Relations in

June 1979 which set the average clerical salary at $9,048 and

the average maintenance salary at $10,527. Informal observa-

tion suggests that it is not uncommon for clerical and main-

tenance workers to rely on overtime pay or a second part-time

job to supplement their incomes.

The_ educational attainments and aspirations of these groups

were also surveyed. A substantial majority (88 percent) had

earned a high school or GED diploma. One in five had attended

college, although only 4.2 percent received an associate or bache-

lors degree. More than one-fourth had participated in .a voluntary

education program within the previous two years. Nearly half the

respondents reported a strong desire for additional education or

training and more than ninety percent thought they needed it.

More than onafourth definitely planned to continue their education,

and 43 percent thought they probably would.

Noting that there are many reasons why people do not pursue

further education or training, the survey asked respondents to

identify any which were relevant to their personal situation.

Most problems were related to information and advice:

o Inadequate counseling about career opportunities (83.5

percent);

o Inadequate counseling about courses and their, own

qualif ations'(81.6 percent);

o Inade uate information about educational institutions

(75.3 percent);
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o Inadequate information about courses (74.7 percent); and

o Inadequate counseling about educational institutions
0

(71.8 percent).

Sizeable numbers of respondents also cited as obstacles: educa-

tion.does not lead' to promotion or a better job, education not

available, course scheduling and location inconvenient, inflexible

:work hours, reluctance to take courses on one's own time, and

family responsibilities.

Almost 75 percent did not know-there was a tuition reimburser

ment plan for state employees. Only four percent recalled receiving

information in the previous six months about the plan, and 30

percent information about education or training. Questions about

local education opportunitities elicited many "don't knows",

indicating a basic lack of information. The picture that emerges

is one of workers convinced education is probably important to

their futures, but utterly unaware of the financial aid, .1ducation

or training options open to them.



The State Government of Connecticut

The state government of Connecticut is an employer of

approximately 45,000 people who work for 23 state agencies or

one of the state's numerous institutions, which include hospitals,

schools, And prisons. Although the government is based in Hartford,

employees work at locations scattered throughout the state. There

is great diversity in administrative organization and procedures

from agency to agency, and even among branches of a single agency.

The Model III demonstration project operated from four'

separate agency sites selected on the basis of a substantial cleri-

cal or maintenance workforce and management interest in the project.

The Department of Labor (DOL) in Wethersfield (15 minutes from

downtown Hartford by car) has from 200 to 250 clerical workers.

Also headquartered in Wethersfield, the Department of Motor Vehicles

(DMV) clerical staffnumt;ers 300 to 350. The Bureau of

Purchasing, headquartered in Middletown (45 minutes from Hartford)

employs 110 to 125 maintenance workers in the warehouse, bakery,

butcher shop, and hospital laundry. About 20 work at the print

shop. and mail room in Hartford and a few others work at laundries

and carpools in the area. The Department of Transportation (DOT)

employs about 3000 highway maintenance workers, of whom perhaps

tA0 are tollbooth operators, at many locations throughout the

state. Approximately 100 DOT workers were reached .by Model IlI activitip.q..
Career Dynamics: Hiring and Promotion

Employment with the State of Connecticut is regulated by

the Connecticut State Merit System and the provisions of the

collective bargaining agreement negotiated for the employee's

bargaining unit. Under the merit system, a majority of state

jobs are filled through competitive examinations. Announce-

ments are issued describing minimum qualifications, required
V-24

,; AL



education or training, the position's duties, and application

closing date; they are posted on bulletin boards, available from

agency personnel offices, and noted in the union press.

Some aspects of the merit system are singled out by observers

as impediments to promotion of state employees. The state Up-

ward Mobility Committee (Report, 1978) has been "deeply concerned

that restrictive interpretation of exam requirements is eliminating

candidates. . .", and recommended increased use of performance

reviews as alternatives to exams. Other observers note that

because agencies tend to recruit from within, employees of smaller

agencies have more limited opportunity for advancement. Differences

between agencies in t ..ms of career ladders, job classes, and per-

sonnel policies also affect the extent of promotional opportunities

available. Lastly, there are those who believe the merit system

is not immune to favoritism.

Personnel Development and Training

Responsibility for-career development, education and

training of employees is shared among agencies and administered at

different levels. The typical state agency has its own personnel

or training unit, or an office which combines both; the division

of functions between these units, including processing of tuition

reimbursement applicatfons, varies. The training available to

a state employee is largely determined by the/si7,-_, budget, and

management philosophy of the agency for iqhiefl tie or she works.

Courses closely geared departmental jobs are offered by some

training units, tIr example, courses in snow removal techniques

at the Department of Transportation. Other agencies sponsor

virtually ro in -house training.

2S2
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[Administration.]

However, there is a central office with chief responsibility

for statewide personnel development and training lodged within

the Department of Administrative Services (DAS).

Department of Administrative Services

Commissioner I.

Director, Personnel
& Labor Relations

\4
Compensation &I
Research Div. Personnel

Services

!Communications!

Several interviewees remarked upon the, complexity of the Personnel

and Labor R .ins structure and functions, one commenting that

"state personnel is really like four or five autonomous agencies."

With a professional staff of five, the Personnel Development
7-

Division oversees in-service training, managerial development,

upward mobility, affirmative action, career path design, and the .

management incentive plan. A limited number of inservice training

courses are scheduled by the Division during work hours primarily in

business, supervisory and management skill areas.

Established in 1978, the Personnel Development Division's mandate

was summarized by its director to The State Scene (May 1978) as

"coordination between the various functions of personnel development

and training in state agencies". He described the director as an

advocate, designer of programs, consultant to agencies witLout

training staff and assistant to those with training staff.



As the relatively recent creation of the Personnel Development

Division may indicate, the state government has not traditionally

viewed educating its employees, either to perform their current

jobs better or to advance within the state service, as an appro-

priate function for the state. There is considerable agreement on

this point among state and agency personnel and training staff, and

union representatives. On the otherhand, within a few agencies,

individuals in a personnel or training capacity have for years

supported employee education, upward mobility, and related

concepts. Establishment of the Personnel Development Division ele-

vated these principles to the level of statewide policy and cen-

tralized authority for their administration. As the Director of

Personnel and Labor Relations explained the impetus for creating

the new Division to The State Scene (May 1978). "it is our

intent. . to institute a model upward mobility program and to

create a multi-faceted training program that will provide everyone

in government the opportunity to improve their own position and

earning power."

Upward Mobility Policy

The "model upward mobility program" referred to by the Director of

Personnel and Labor Relations is intended to address the career

development needs of state employees for whom the formal procedures

of the traditional merit system are inadequate. A special Upward

Mobility Committee, authorized by the Connecticut General Assembly

issued guidelines in 1978 by which agencies should carry out their

mandated upward mobility programs, and recommended steps to be taken

by the Personnel Development Division. An upward mobility program

was defined as: V-27
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esser,tially. . .a systematic management effort

to focus personnel policy and action on the

development and implementation of specific

career opportunities for employees who are

in dead-end positions, or who are exhibiting

or may have the potential for higher level work.

(Report, 1978).

The report noted that traditionally,many of these employees had

been women and minority group members.

Specific steps taken to implement this policy in the ensuing

years have included review and redesign of career ladders, an

amendment of the tuition reimbursement-policy, and adoption of the
//

pre-professional trainee step". This step provides a trainee

employee with two years of on-the-job training, at the end of which

the trainee is qualified for the entry-level ina professional

series such as personnel ox' accounting.

State Participation in the Demonstration Project

According to the,state Director of Personnel Development,

the decision by the state to participate in Model III was in some

respects a direct response to the Upward Mobility Committee's 1978

report, which specifically cites clerical and maintenance workers'

need for upward mobility. Among the report's recommendations were

that state personnel staff keep these employees informed about

tuition reimbursement and other financial assistance for education,

and that cooperative education programs be undertaken with educa-

tion institutions.

The state government contributed to the demonstration project

in a number of ways. It was represented on the local planning
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committee by the state Director of Personnel Development. His

salary for time spent on project activities was paid by the state.

Space was provided at no charge to the project budget fur the

site coordinator's office and the survey administrations.

In addition, the effort to secure specific agency sites

required the time and energy of many in state management. This

process, scheduled to required several weeks, actually extended

over four months. The original goal was to select the minimum

number of sites located near Hartford which would permit the involve-

ment of at least 600 members of both the clerical and maintenance

bargaining units. This immediately narrowed the choice of potential

sites. A second factor prolonging selection was hesitation by

personnel and training staff at potential sites over such concerns

as the release time requirement and a reluctance to work with

unions during intensive collective bargaining. Thirdly, because

it was not always clear which official at a potential site had

authority to discuss participation in Model III much time was spent

locating the appropriate individuals. Once an agency agreed to

participate, a letter was sent from the state Director of Personnel

and Labor Relations to the Commissioner of the agency to secure

a formal commitment and explain the project, surveys, EIAs, and

release time.

Events within state government also affected the demonstration

project. During the demonstration year, the state experienced a

backlog of tuition reimbursement applications and corresponding

slowdown in payments which grew more serious throughout the winter

and spring of 1980. It was apparently engendered by the fact that

tuition reimbursement applications from bargaining units without
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contracts could not be processed and exacerbated by the illness of

a key staff person. While this caused resentment on the part of

inconvenienced employees, it also focused attention within state

management on the advisability of revising the processing procedure.



The Unions: Connecticut State Employees Association and Connec-
ticut tmployees Union ind6156Ndent

General Profile

Employees of the state government in Connecticut are classi-

fied for purposes of union representation into collective bar-

gaining units organized according to occupational groupings:

corrections, health care, social and human services for example.

The membership of each unit votes to select a union to represent'

that unit. The "administrative clerical unit" was repreSented

by the Connecticut State Employees Association (CSEA), and the

"maintenance and service unit" by the Connecticut Employees Union

Independent (CEUI) during the demonstration year.

The Connecticut State Employees Association was created in the

early 1940s. For the first thirty years of its existence, CSEA was

not a bargaining agent but rather an association without formal

authority to negotiate with the state government on behalf of its

members. With 'the introduction of collectiye)bargaining in 1977, CSEA nego-

tiated its first contract as part of a coalition with CEUI, It has a mem-

bership of 16,000. The clerical unit is only ..e of 10 units

represented,by CSEA during the demonstration year, but its 7800

members obviously constitute a substan ial percentage of the total

membership.

The association's organizational structure is quite complex.

The "chapter" is the grass roots unit, usually organized according

to the geographic location, departmental and divisional structure

of state agencies. Chapters send delegates to the "councils"

which are organized according to bargaining units, and to an annual

statewide convention. The councils elect members to the Execu-

tive Board, which is the association's ruling body between conven-
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tions. The Executive Committee, composed of officers elected by

the convention and council vice-presidents, channels major issues

and concerns for consideration to the Executive Board and

resolves lesser matters itself. Councils meet monthly; chapter

meeting schedules vary.

The second labor participant in the Model III project was

the. Connecticut Employees Union Independent. CEUI is of more

recent origin, established in 1967 by a group of hospital employees

who voted to dissaffiliate from their union. It now represents a

single bargaining unit, maintenance, 7,000 of whose 8500 members

have joined CEUI.

The organization of CEUI is quite different from CSEA's multi-level

structure. General menbership meetings are held monthly at fam: =mom locations

throughout the state except during the summer. The Executive .

Board is responsible for long-term policy decisions. As chief

executive officer, the President is responsible for day-to-day

operations. A network of 200 stewards and several staff repre-

sentatives are the critical link between rank and file members and

CEUI's executives.

Both CSEA and CEUI are represented at the worksite by stewards,

most of whose work involves grievance and workers' compensation

procedures. Training sessions are sponsored for stewards to

instruct them about these procedures and contract provisions.

The staff representative is the counterpart to the business

agent, field or international representative of other unions.

They are the link between union executives and stewards, working

with them on problems at the worksite. Responsibilities include

contract negotiation and interpretation, grievances, worker'
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compensation, and organizing.

Both unions publish monthly newspapers: CSEA's Government News

and CEUI's The Independent Union. These \Feport on union news,

viewpoints, and social events; the CSEA p per notes upcoming state

employment exams. CEUI also mails flyers to wor ers' homes with

detailed explanations of grievance proce res d their outcomes.

Some CSLA councils have their own newsl tens well. Another

means for communicating with the rank nd file are the bulletin

boards at state worksites reserved fdr union announcements.

Union representatives agree hat education has not been tra-

ditionally a top priority of state employee unions. They observe

that the union stance in negotiations has reflected pressure from

the ank and file to focus primarily on salaries. For several

y ars, SEA has sponsored workshops to prepare members for state

employment exams, upon request from a minimum of 15 people. But

promotion and publicizing of education and tuition reimbursement

has, in general, been limited.

The results of the survey administered at the outset of the

demonstration project tend to confirm this. Five percent or fewer

of the respondents reported receiving information about tuition

reimbursement from the union newspaper, meetings, or representa-
tt

tives within the previous months. Ten percent had read about

education and training in the union newspaper; only three percent

had heard about opporl- tides from union representatives or

at meetings.
Characteristics of Collective Bargaining

At this point, it should be noted/hat collective bargaining

is new to the State Government of Connecticut. Although CSEA

was created early in the 1940s, CEUI in 1967, the first contract

with the state was not negotiated until 1977. This so-called
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"master contract" was signed by the state'government and a

coalition of CSEA and CEUI.

Further complicating matters is the fact that collective

bargaining is not only young; its structure is extraordinarily

complex. There are many employee associations: in addition to CSEA

and CEUI, Local 1199 of the Hospital and Health Care Workers

(AFL-CIO), and the American Federation of State, County, and

Municipal Employees (AFL-CIO) are active. The collective bargaining

unit system leads to such situations as that faced by the Office

of Labor Relations during the most recent collective bargaining

sessions, when 12 separate contracts had to be negotiated.

These complex relationships are also far from stable. The

unions compete for the right to represent individual bargaining

units. During the official "open window" period, unions may

legal,ly challenge the incumbent representative. Competition is

occasionally quite antagonistic, and unions have,lost the right to

represent a unit. CSEA for example, lost a substantial portion of

its members as a result of such a struggle in 1978.

Although this situation obviously causes confusion within

state management, union representatives are disturbed as well,

believing divisions within labor weaken the collective power of

state employees by allowing management to divide and conquer. In

return, management notes that the "instability" of representation

makev it difficult to undertake long-term planning for a group of

emplo,,ees in conjunction with their union.

It is possible that this instability also affects what

workers know and feel about their unions. According to the

initial survey results, only 19.2 percent of the respondents knew
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that the tuition reimbursement benefit was negotiated as part of

the state/union contract. Less than ten percent believed their

'union encouraged its members to use tuition reimbursement; less

than 14 percent thought it promoted participation in education or

training. When asked whether they would like to get information

on tuition reimbursement from a union representative, just under

22 percent said yes. These statistics suggest workers at least

somewhat uncommitted and distant from their unions.

Union Participation in the Demonstration Project

This was the environment within which CSEA and CEUI chose to

participate in the demonstration project, The impetus for the

decision was their concern for the career and salary prospects

faced by their clerical and maintenance unit members, according

to union representatives. These individuals also noted union

apprehension lest tuition reimbursement allocations be reduced

during the next round of collective bargaining on the grounds that

a unit had not depleted its allocation. If the demonstration

project led to higher participation rates, the union would have a

stronger position from which to argue for steady or increased

allocations.

Both unions contributed to the project through their member-

ship on the local planning committee. Union representatives worked

closely with the site coordinator and state government throughout

the lengthy site selection process. The CSEA newspaper and union

meetings were used se al tim s as forums to publicize the project

and tuition reimbu sement.
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An event during the demonstration year, although exterior to

the Model III project, seriously affected its evolution and inhi-

bited the unions' contribution. From January throug d-August

1979, CSEA staff were in negotiations for the clerica unit con-

tract; negotiation for other CSEA units continued into the winter

of 1980. CEUI was in negotiations and fact finding for the main-

tenance contract until April-1980. This absorbed time and energy

which union representatives could otherwise haye directed to the

Model III effort. It also meant that legally, there was neither a

tuition reimbursement plan nor funding for clerical workers until

August 1979, or for maintenance workers until April 1980.



Adult Education in.Connecticut

General Profile

The postsecondary education system in Connecticut includes

49 public and private institutions: the University of Connecticut

and branch compuses, community and technical colleges, four year

colleges and universities, and the Board for State Academic

Awards (Board of Higher Education, 1979b). Of these, sixteen are

located within 30 miles of Hartford, the area within which the

Coordinating Committee for the North Central Region (CCNCR) operates.

Twenty proprietary schools also are situated within that 30 mile

radius. Together, these 36 institutions enroll approximately

60,000 people, of whom 40 percent are part-time students (CCNCR, 1978).

A wide variety of fields are offered, including business, accounting,

secretarial science, data processing, engineering, health profes-

3ions, social services, and traditional academic studies. The

proprietary schools feature such subjects as drafting, welding,

stenography, data and computer processing.

In addition to the five state technical colleges, there is

a state system of 22 vocational technical schools which offer

training in many fields: automotive mechanics and repair, car-

pentry, drafting, electronics, and plumbing, to name a few. Any

resident of-the State of Connecticut can attend courses at these

schools free of charge. Evening divisions are scheduled.

The Board for State Academic Awards grants associate and

bachelors degrees to independent learners. Academic credit is

awarded on the basis of proficiency examinations and evaluations

of credits earned in college, the armed forces, or other college-

level courses.

4 4 V-37



Other educational opportunities are available to state resi-

dents._ Apprenticeship. programs exist in many trades. General

Equivalency Degree (GED) courses are offered at high schoo'.s

through adult education programs for a very small fee. Career

counseling and planning services are sponsored at colleges,

women's and community centers.

Connecticut's education institutions are not immune to

the trends affecting public and private education across the

nation. A report to the General Assembly from the state Board of

Higher Education, Anticipating the 1980s, bluntly states: "The

single most serious challenge facing both public and independent

Connecticut postsecondary institutions in the 1980s and 1990s is

an impending sharp decline in the number of high school graduates.
. ."

The report adds that the rate of college attendance is also

declining and that many students enroll out of state. A more

integrated system in terms of organization and planning is recommended

to overcome wasteful competition among schools, and to promote wiser

resource planning and more equitable access for students.

The Coordinating Committee for the North Central RIgion

The necessity for an integrated planning and organizational

approach was recognized in the creation of the Coordinating Com-

mittee for the North Central Region in 1977. The state Board of

Higher Education has underwritten the Coordinating Committee

through year-to-year grants. The membership consisted of seven

community colleges, six independent colleges, one state college,

one state technical college, the state university, and the Boas(1 for State Academic

Awards. Its mandate was to develop cooperative projects in order

to improve the quality, accessibility, and responsiveness of
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postsecondary education in the region. Opinion varied within the

education community as to whether CCNCR was a bellweather for a

total reorganization of the stets college system or simply an

experiment in regional planning. According to CCNCR's coordinator,

institutional motives for joining the Oom4ttee ranged from

advocacy of a regionalist approach, to interest in an experimental

effort, to apprehension about being left out in the event of a

regional reorganization of the public college system. CCNCR's first

project was The Matchbook, a guide to the colleges and curricu-

lum of the north central region.

Another response to declining enrollments is to build

mutually beneficial relationships with business and industrial

employers. A few such cooperative ventures are underway between

several private companies and area education institutions. Man-

chester Community College has developed programs with Pratt and

Whitney Aircraft Group and several insurance firms which provide

Ion -site courses and educational counseling. The University of

Hartford, through the Industrial Business Outreach Program, offers

courses at business sites. The Hartford area ,appears ripe for

such cooperation; the Board of Higher Education (1979b) estimates

that 85 percent 4 the firms in the Hartford area provide full or

partial tuition assistance. Yet despite the substantial number of

state employees, and the availability of tuition reimbursement,

cooperative program development between the state government and

area education institutions historically has been extremely limited.
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Education Institution Participation in the Demonstration Project

The vehicle for education institution participation in Model

III was the Coordinating Committee for the North Central Region.

As a consortium of institutions in the Hartford area, it was

a promising channel through which to forge the workplacyeducation

institution connections proposed by Model III. A few members were

initially hesitant about the project, according to the Coordinator

of CCNCR "for .a variety of reasons ranging from the project itself

to t4R concept of regional cooperation". One concern-was that

publicity about the project might raise state employees' expectations

about educ-don's "payoffs" unrealistically high, and result in

disillusionment if further education did not lead directly to

their promotion within state service. After extensive discussions

however, the Coordinating Committee agreed to be a party to the

project, and gave its support throughout the demonstration year. As

the Coordinator has noted, the project provided CCNCR with is

first opportunity for a major cooperative endeavor, one a(Ick-,1 t

.

was

also a public service and promoted state employee attendande at

member colleges.

As a member of the local planning committee, the Coordinator

served as liaison between that committee and the institutions which

belonged to CCNCR. He reported progress at tl.e Coordinating Committee's

monthly meetings and participated actively in the EIA training

sessions. Early in the project year, the CCNCR members placed the

EIAs' names on their institutional maili.ng lists for catalogues

and course schedules, to provide the basis fcr E-k "educational

resource centers".
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One unexpected outcome of the relationship established between

CCNCR and the state Personnel Division during the design and imple-

mentation of the Model III project, was their collaboration on a

project entitled "Cooperative Upward Mobility for.Underutilized

State Employees". Funded by the Connecticut State Board of Higher

Education under a Title I-A grant, this project provided eleven

tuition -free three-credit college level courses to more than 360

clerical state employees. These specially designed courses were

offered at seven different colleges throughout the region, one

afternoon per week on a release time basis. Other project activi-

ties were a needs assessment and a course for state affirmative

action officers. These activities took place concurrently with

the Model III project.

Tuition Reimbursement Plan

Provisions

The tuition reimbursement provisions in effect for the cleri-

cal and maintenance bargaining units during the greater part of the

demonstration project are set forth in General Notice No. 78-17

(see Appendix B), which was, issued by the Office of Labor Relations

on July 1, 1978. The maintenance unit contract ratified in April

1980, which was retroactive to July 1, 1979, did significantly

revise the tuition reimbursement guidelines for that unit by

abolishing the University of Connecticut tuition limit and expanding

allowable credits to, six per semester. However, because ratifica-

tion of the maintenance unit contract occurred so late in the life

of the project, most information and advisement activities for
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maintenance as clerical workers were carried out with only

the provisions of Notice No. 78-17 as guidelines.

Tinder that notice, reimbursement was authorized for "job-

related" courses taken outside of regular work hours under the

following conditions:

o Training is considered "job-related" which is verified by

the agency head or authorized representative; will result

in increased knowledge and skill; and is primarily intended

tc improve the employee's performance in his or her present

job, or to enable the employee to keep up with that job or

with changing concepts in his or her occupational field,

or to enable the employee through Upward Mobility and

development to qualify for other positions elsewhere in

State service.**

o Reimbursement is limited to a maximum of three courses or

nine credits, whichever is less, each fiscal year and is

made to the employee at 50 percent of the college rate for

tuition, laboratory and service fees only.*

Courses may be undergraduate or graduate level, credit or

non-credit, including electives authorized as part of a

degree program.

* Inadvertently omitted from the notice, but.nevertheless adhered
to, was the pre-eXisting stipulation that reimbursement was 50 percent
of the applicable college's rate, or the University of Cornecticut's
rate for these fees, whichu.-er was less.

** Underlined phrases denote new provisions in the policy, discussed
below.
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o Reimbursement is considered only if the agency head or

representative approves of the course and provides proof

that the course is job-related and of value to the employee

and the agency.

o All courses must be taken at fully accredited Connecticut

colleges or universities. Other schools providing trade.

instructions' or special* occupational training approved by

the State Board bf Education will be accepted.**

o The employee must remain in state service through the

completion of the;course to receive reimbursement.

The two underlined phrases above constitute revisions

of the previous official policy. According to the State Scene

(October 1978), "the new policy is a result of the state's increased

emphasis on providing upward. mobility opportunities for those in

state service." Indeed, the changes echo the Upward Mobility

Committee's recommendation (Report, 1978) that "tuition reimburse-

ment be made available not only for courses directly related .to

work being performed, but also for courses leading to jobs that

could be pekformed with additional trainin
f.

petus for these

changes also came from staff within the State Personnel Division,

including the Director of Personnel Development, who saw their

potential for effectuating Upward mobility coneirns. The door was

officially opened to state employees seeking change in their line

fo work, and to those who wanted occupational rather than tradi-

-tional college education.

Application Process

The process required to apply for and obtain tuition reim-

bursement was remarkably complex. In somewhat abbreviated form,

the steps were-as follows:
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1. Employee obtained application form (see Appendix C)'

from agency personnel office, and completed four copies,

2. Four copies were submitted for approval to agency per-

sonnel officer or designee.

3. Approved applications were forwarded to DAS/Personnel

Development Division.

4. Personnel Development followed a nine step procedure,

after which three copies of the application were returned

to agency personnel office or designee.

5. Agency personnel returned three copies to employee.

6. At the end of the course, employees submitted in tri-

,--//plicate copies of approved application, transcript or

letter from instructor as evidence of passing grade, and

proof of payment to the agency personnel office or

designee.

7. Agency forwarded these materials to DAS/Personnel

Development.

*8. Personnel Development followed a five step procedure,

then sent payment list to DAS/Business Office

9. Business Office prepared invoices, forwarded first to

the Comptroller's Office, then to Central Accounts

Payable.

10. Check mailed to employee's home.

Failure to complete steps 1-5 prior to the first class

meeting could mean rejection of the application.

Plan Financing and Administration

Since 1967, the State of Connecticut has offered tuition

reimbursement in some form to its employees. The locus of respon-
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sibility for administering the plan and its provisions have

changed more than once in the succeeding thirteen years.

The introduction of collective bargaining in 1977 as a

feature of state employment significantly affected tuition reim-

bursement policy. The first or "master" contract cfor the period

July 1, 1977 to June 30, 1979) negotiated with the state govern-

ment by the unions allotted $500,000 for each of two years to

cover tuition reimbursement for all state employees. As collec-

tive bargaining for the second contract got underway, however,

the coalition of unions dissolved and negotiations proceeded on

a unit by unit basis. This meant employee eligibility for tuition

reimbursement would now be based on membership in a collective

bargaining unit. The contract negotiated by a unitwould-detmmdme

the annual tuition-aid allocation for its members and could stipu-

late special provisions. Unless a contkact specifically stated to

the contrary (neither the clerical nor maintenance did) excess

tuition-aid funds could not be carried over to the next fiscal year,

Nor could funds be "borrowed" from another year's allocation or

another unit if the entire allocation was depleted; instead,

reimbursement would be suspended Ior all the units' mAtbers until

the new fiscal year: .

For the period of the second contract (July 1: 1979 to

June 30, 1982), the maintenance bargaining unit negotiated a

$15,000 a year allotment, the clerical bargaining unit, $25,000

for the first and sec- -ars and $30,000 for the third year.

Although these allotments sou d small, the tuition fees they cover



are also relatively low. For example, tuition at the University of

Connecticut per undergraduate credit is $62 or $186 for a three-credit

course, per graduate credit $68 or $204 a course. Community college

tuition is only $40.50 for a three-credit course, including the

service fee.

As the outline of the application process above suggests, it

is difficult to explain with clarity the administration of tuition

reimbursement, partly because so many offices shared that task.

Ultimate responsibility during the course of the demonstration

project rested with the Director of the Personnel Development

Division.

Although tuition reimbursement policy evolved in .a fairly

straightforward fashion on paper, in actual practice, it was not

uniformly administered throughout the state. Authority to approve

applications was delegated to the agency by which a worker was

employed. Apparently, interpretation of the policy varied, par-

ticularly the "job-related" stipulation for course approval. Some

employees recall approval for any but narrowly job-related courses

impossible to obtain. On the other hand, at least'two administra-

tors of the plan in its early years remarked that their interpre-

tation of "job- related'was always somewhat liberal. The state Director

of Personnel and Labor Relations believes that "upward mobility was

always implicit". In short, it appears that employees of some

agencies were able to use tuition reimbursement for purposes of

their own upward mobility prior to the issuance of Notice No. 78-17.

However, only with the issuance of that notice did this interpretation

become official state policy..
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Apparently, in the past, it was upcommon for either state

personnel or agency personnel and training officers to provide

employees on a regular basis with comprehensive descriptions of

the tuition reimbursement plan through employee manuals or other

written or oral explanations. General notices are circulated to

management and seen by few employees in the normal course of

events.

Worker Use of The Tuition Reimbursement Plan

Indeed, the questions posed by the survey at the outset of the

demonstration project revealed workers to be utterly uninformed

About the tuition reimbursement plan. Only four percent of

respondents reported receiving information about the plan .within

the previous six months. Almost 75 percent did not know there

was a plan, and only three percent considered themselves very

.familiar with it. Nearly nine out of ten did not know whezher

they could pay for a course under the plan.

It is obvious that employees unaware of r. benefit are un-

likely to take advantage of it. The survey founs four of 98

respondents who had received tuition reimbursement, a participation

rate of just over four percent. Other statistics compiled by the

Personnel Development Division confirm similar palticipation

rates. But the percentages for. state clerical and maintenance

workers are even lower. 'Statistics collected by Personnel

Development for calendar year 1978 show 213 applications or a

rate of slightly more than three percent for clerical workers, and

39 applications or slightly more than half of one percent for
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maintenance workers. Nor do these calculations weigh the fact

that an employee may submit more than one application per year,

and so be counted more than once. In contrast to the clerical

and maintenance units, state statistics show health care and

education units to have rates as high as ten and 23 percent.



THE PROJECT: REY PARTICIPANTS

The Local Planning Committee

The original Model III design envisaged a local planning

committee whose purpose was to plan and recommend specific

activities, provide policy direction, and assist and oversee the

site coordindtor. Its members would represent the local parties

to the project. In Hartford, the committee originally consisted

of the state Director of Personnel Development, the President

of the Connecticut State Employees Association, a Staff Representa-

tive from the Connecticut Employees Union Independent, and the

Coordinator of the Coordinating Committee for the North Central

Region. This was the first time a formal cooperative relationship

was ever established and maintained between these organiiations.

Meetings were held every month from July 1979 through

April 1980. The site coordinator arranged and led the meetings

and prepared the agenda. Because coordinating the schedules of

committee members proved difficult, it often happenOthat one or

more could not attend. However, each party was consistently repre-

sented at the meetings.

The formal meetings were supplemented by informal contacts '

between committee members. The site coordinator also kept members

informed of significant events between meetings and solicited

their assistance with specific problems.

Throughout the demonstration year, the planning committee

provided overall policy direction and backing to the site coordina-

tor on specific concerns. Union and state government members were

instrumental, in securing agency sites through judicious use of

their knowledge of these agencies and contacts with employees.
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It is generally agreed that this arduous task uld have been

even more prolonged without the backing these members provided to

the site coordinator. They also helped obt= n the lists of

employees needed to organize the survey nistration.

Once sites were secured, planning ittee members

nominated EIA candidates and helped p ide their training. When

issues arose' concerning EIA oles particularly the release time

provision, individual committee members again worked with site

agency. supervisors and personnel staff to_reeolye_the difficulty.

One step taken to improve communication with site agencies was to

invite the personnel EIAs to attend planning committee meetings,

beginning in December 1979.

The CCNCR Coordinator had a special responsibility as the

sole representative of the local education community. He helped

the site coordinator and EIAs gather descriptive materials about

education resources. He was also instrumental in setting up

several presentations made by the site coordinator to educational

groups, notably CACE (Connecticut Association for Continuing

Education).

Several times during the project, NIWL representatives

attended meetings of the local planning committee to discuss pro-

gress to date and any significant problems. NIWL suggestions

usually were offered as means 5r,r more fully realizing one or

another of the interventions set forth in the original model.
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The Site Coordinator

The site coordinator's role was sketched in broad terms in

the original Model III design. Responsibility for day-to-day

program coordination alone meant juggling multiple roles. Tasks

were categorized as information collection and dissemirtztion,

training and on-going assistance to the EIAs, liaison / meetings with

the local planning committee and NIWL, direct advisement or em-

ployees, brokering/representation, and miscellaneous adminisLra-

tive duties. In addition, extensive record keeping-was required

to measure the project's effects at its conclusion. -The site

coordinator's salary was paid out of contract funds and administe:ved

through the state Personnel business office.

Of all these responsibilities, the site coordinator reports

that administrative and organizational support to.the union EIAs

was actually most time-consuming. The EIA role as it developed

was. less independent than originally envisioned. The site cabrd-

inator participated in the selection of EIAs and their alter-

nates and the two orientation and training sessions. Weekly

meetings were scheduled at each worksite between the union EIAs

there and the site coordinator to shire experiences and to

coordinate tasks by drawing up weekly work plans for each par-

ticiOant, including the site coordinator. Employee contacts and

follow-up actions were also discussed,(ElAs at two agencies met

less regularly with the site coordinator): In effect, the site

coordinator provided direction for union EIA activities, not

merely support.

The site coordinator also became more immediately involved

with the union EIAs' information and advisement functions. The gfoup
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meetings for employees at the gency sites began with a presen-

tation by the site coordin or. She also collected and dis-

tributed information materials to the union EIAs and researched

the answers to specific requests which they had received from

employees. Conflicts between union EIA activities and agency

procedures or protocol were often negotiated by the site coordinator.

Lastly, the site coordinator often informed or advised state

employee', directly. Following the administration of the NIWL

survey to a group of' workers, the site coordinator, usually led a

discussion of tuition reimbursement and education opportunities.

As a result of group meetings and articles in the state and union

newspapers, the site coordinator's name and phone number were

publicized.

The second major responsibility was the information delivery

system:. collecting, analyzing, and distributing useful and

comprehensible information about tuition reimbursement, education

and training. The site coordinator ordered catalogs and course

schedules, met with resource persons, and researched answers to

specific questions, such as "where can I take evening courses on

welding?"' Difficult questions regarding tuition reimbursement

procedures fotrA theii way to her for resolution. She also spoke

to several union, meetings to explain the project and solicit

members' interest. The site coordinator represented the project

to outside groups, most notably at the three Regional Dialogues
I

sponsored by NOM in California, Minnesota, and Massachusetts,

and to local e4cator groups, such as the-Connecticut Association

for Continuing ducation (CACE). She coordinated other publicity,
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including printing and design of posters, and the publication of

articles in the state and union newspapers.

Liaison with the local planning committee required scheduling

and leading monthly meetings, and preparing the agenda and back-

ground materials. Between meetings, the site coordinator kept

the committee informed about events and solicited their opinions

and assistance on important issues.

Weekly exchanges by letter and telephone with the site coordi-

nator provided the primary channel for NIWL technical assistance

to the Hartford site. While preservIng local autonomy and direction

of the project was considered important by NIWL staff, consultation

was provided on a variety of topics, such as clarification of the EIA role.

Lastly, the site coordinator became involved in a major

undertaking never envisioned in the original model design.

Throughout the winter, a severe backlog of applications developed

in the tuition reimbursement processing gystem. This led to

discussions among, those involved with the system of ways to

improve the process. Meetings were held and other tuition-aid

plans were researched by the site coordinator. These actions

culminated in the submission of a proposal to the state Director

of Personnel and Labor Relations to simplify the system. Once

the Director decided to go ahead with plans to decentralize and

simplify the system, the site_coorAinator began to draft a new

application form and tuition reimbursement manual.

Education Information Advisors

The original model categorized EIAs' functions as: to

inform, to advise, and to report,. Their. purpose was ensure

that workers were well-informed' about tuition reimbursement and

educational training opportunities, to help workers adapt this
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information to their personal requirements, and to communicate

the nature of workers' educational needb, interests; and problems

to the site coordinator. Fifteen EIAs were to be selected: ten

union EIAs, five clerical and five maintenance workers to achieve

balance between the,two units, and five personnel EIAs from the

agency sites. The union EIAs could be stewards or less active union

members. The personnel EIAs could be personnel officers,, trainers,

Fiffirmative action or upward mobility officers. The local planning

committee CSEA and CEUI members nominated candidates for the union

EIA positions, who were then approved or turned down by the site

coordinator and personnel staff at the agency site. The petsonnel

EIAs were selected by the state Director of Personnel Development

after consultation with the site agency. Orientation and training

sessions for the EIAs were to be coordinated by NIWL with assis-

tance from the local parties to the project.

But as preparation for these sessions began, a need to define

the EIA role and responsibilities more clearly became obvious.

Discussions between NIWL, the site coordinator, and the local

planning committee resulted in a new interpretation of the role

which distinguished between the union EIA And personnel EIA

functions.

The union EIAs would serve as peer advisors at the worksite

with whom employees could discuss tuition reimbursement and

education. Their responsibilities were essentially those set

forth in the original model: to inform, advise, and report. But

the distinction between advising and counseling was re-emphasiZed.

Union EIAs were not professional career counselors and should not

assume that role. Advising tasks included motivating workers and

helping them to recognize and articulate, learning needs, select

2-C.1
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appropriate education or training, and understand tuition reim-

bursement procedures. For additional in-depth counseling,

union EIAs were to refer employees to Irofessional career counselors

or education brokers.

Personnel EIAs would be liaisons with the agency sites,

whose familiarity with the state system and their own agencies

ideally qualified them to serve as resource persons for the union

EIAs and site coordin'ator. Besides helping with logistical

arrangements at their agencies, these EIAs would communicate to

the slte coordinator their knowledge about educational needs and

opportunities within the state system.

TO orient the ElAs to the project and train them to fulfill

these roles, 'two-day training sessions were scheduled in September

for clerical and personnel EIAs, and in November for the maintenance.

EIAs. The NIWL organized both sessions and developed an extensic,e

curriculum. XSee Appendix I for agendas used during these sessions).

To lead the sessions, NIWL brought to Hartford, a staff which

included the Director of the Labor Education Center of Rutgers

University, the Director of the National Center for Educational

Brokering, the Director of Researdh for NIWL, the Program Oflicer

for Model III at NIWL, and a training consultant. The briefings

on education and training, opportunities available in the Hartford

area and local perspeCtives were delivered by the site coordinator

and members of the local planning committee.

Topics covered the first morning of the September training

included an explanation of the rationale for Model III, an overview

of NIWL and the demonstration project, a briefing on the Hartford

participants' perspectives and expections, and an analysis of
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the roles of key people and organizations._ The afternoon was

dedicated to briefings on financial assistance, education and -

s

training opportunities available to state employees. The second

day, more loosely structulad to permit open give-and-take among

the participants, covered problems which adults who return to

salool encounter and methods of overcoming these barriers.

The November session as considerably restructured but

covered the same copies with less time spent on the Model III

background and overview; and more emphasis on the EIA role, infor-

mation interviewing, and role-playing. On. the second day, 'the

clerical EIAs joined the maintenance EIAs to review their experi-

ences, examine advising techniques, and construct work plans for

the coming weeks.

In retrospect, most union EIAs interviewed a year later

believed their training was, as one put it, "useful to get started".

Several remarked that the education materials were helpful, par-

ticularly The Matchbook. But strong interest was expressed in a

follow-up session which would deal with questions which arose during

the year.

With training and orientation behind them, the union EIAs

were ready to get down to business. Each was allotted 31/2 hours

release time per week frail their regular work duties to perform

EIA tasks. Each -las respons_ole for advising from 40 to i25

workers. Weekly planning meetings were scheduled with the site

coordina-or at each agency. AS noted under the discussion of the

site coordinator's role above, most union EIAs depended on her for

considerable direction and supf rt.

Although each EIA team proceeded according to a slightly

different timetable, they employed similar methods to accompli_h
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their goals. Every union EIA was to coil 1 'tNnformational

materials and display these at an appropri location at his or

her agency. The purpose of these "educational resource centers"

was to make information about education readily accessible to the

worker at the workplace. In practice, many EIAs found it diffi-

cult either to locate suitable space or secure permission to keep

materials there. Solutions to the problem varied: one EIA stored

materials in her desk; another obtained a drawer in a file

cabinet; another, responsible for several locations, kept files

in the backseat of his car; and one personnel EIA set up a dis-

play table in the personnel office. Materials came primarily

from either the site coordinator or the education institutons

which the CCNCR coordinator had asked to place the EIAs' names on

their mailing lists.

The second major responsibility of the EIAs was to contact

personally each of theindividual workers to whom they were

assigned. Group meetings were planned at each agency to provide

a vehicle for that initial contact. Many advantages to this

approach were anticipated,
. Because the meetings were scheduled

in advance with agency management and personnel approval, the EIAs

could avoid the difficulty of reserving an uninterrupted period of

time within a structured workday to discuss education. More

people could be reached with the same information in less time.

Group dynamins, the tendency for individuals within a group to

draw support, enthusiasm, and confidence from one another, could

be used to advantage.
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So group meetings were arranged at DOL, DMV, and the Bureau

of Purchasing with the approval of agency management and

logistical assistance from the personnel EIAs. Employees were

sent printed invitations to these meetings. Attendance ranged

from 15 to 25. The site coordinator spoke about tuition reim-

bursement, education opportunities, introduced the union EIAs, and

explained their role. Questions were invited and discussions with

workers about their specific interests often ensued. All conver-

sations with employees were recorded on an "EIA contact informa-

tion log" (See Appendix E) with action taken or follow-up needed

noted on the form.

Follow-up after the group meetings incorporated both the

informing and advising roles. Individuals who had asked questions

or expressed any interest during the meetings were contacted

later by a union EIA (or sometimes by the site coordinator),

either to provide specific answers or to help the worker define

his or her interests or needs. Some union EIAs tried to sustain

enthusiasm generated by the meetings, actively seeking out co-

workers and encouraging them to consider tuition reimbursement,

education, and what it could mean to them.

The degree to which each union EIA pursued individual, one-

on-one contacts depended on how many locations the EIA coverc.a,

freedom of movement at the workplace, and personal style. Several

EIAs reported much of their individual advising occurred during

coffee breaks, lunch, or after work.

< r..-
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The role envisioned during the training sessions for the

personnel EIAs, as resource persons within the state system for

the union EIAs and site coordinator, was not fully realized. The

union EIAs rarely consulted these individuals, directing their

questions instead to the site coordinator. The personnel EIAs

did provide logistical support, by arranging the group meetings

for example. But by in large, the three-way cooperation envisioned

did not come about.



CHRONOLOGY OF KEY EVENTS

This chtonology only records the first occurrence of an

event. For example, the local planning committee met most months

and.the site coordinator and EIAs met fairly regularly once a week

throughout the project, but this does not appear under every

month's sync:4)sta,

April 1979 The Hartford site was selected and final

agreement to participate secured. The local

planning committee was appointed.

May 1979 The site coordinator was hired.

June 1979 The site coordinator received two days of crier-

tation in Wathington, DC to NIWL, its goals, the

planned activities of the demonstration project,

and the site coordinator's role. The site

July 1979

coordinator returned to Hartford for individual

discussions with members of the planning come ee,

and began to research potential agency sites.

The master contract for state employees expired,

leaving both the clerical and maint--arce unit

without a contract.

The first, local planning commits- meet] g was

held to discuss preliminary plans and

basic operational decisions. Th. site c ,rdinator

contacted personnel offices at po-.;.1.:: . agency

sites to discuss the project. She attended a

second orientation meeting in Washing.:on, DC to

discus,' difficulties in slcuring agency

sites, EIA training, and 1. precise definition

of the EIA role. The site coordinator began

advisement of individual workers.

26.7
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August 1979 The site coordinator continued meetings with

potential_ sites Agreements to partir!ipate were

secured with the Bureau of Purchasing, 0:Le
rr

Department of Labor, and the Department of )

Motor Vehicles. Meetings to prepare for the
Q,

/LA. training session were held beteen NIWL,

CSEA, and CCNCR. Six clerical EIAs were

selected from DOL and DMV. Two Llaintenance

EIAs were selected from the Bureau of Purchasing.

Four personnel Eiksimm also chosen. The

site coordinator began contacinr4, local edu-

cators, collecting printed mat.,rials aboll

education and training, and compWng doLa-

ments for the preproject envirorme

requested by NIWL. The state legis:w..,:xe

approves the erical unit contract.

September 1979 The train g session for clerics' and personnel

EIAs was conducted by NIVL dun assistance

from Connecticut parties ;_ the project. The

search for additOnal maintenance sites con

tinued. The survey questionnaire was administered

to 100 randomly seleced 7.1erical and maintenance

employees from the secured sites. Following

tht! survey administrations the survey and the

project were discueeed. The site coordinator

began publicizing th,e project and tuition

reimbursement by preparing an article for The

State Scene.
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October 1979
411

Site selection was completed as the Department

. of Transportation agreed to participate. One

maintenance EIA and a personnel EIA were selected

from DOT. The session to train the maintenance

EIAs was discussed at ,the local planning corn-
;

mittee meeting. The site_ coordinator met with

supervisors of clerical EIAs at DOL and DMV to

discuss the projeCt. The site coordinator

also attended a meeting of an association of

continuing education directors, CACE. The

article about the demonstration project was

published in The State Scene.

November 1979 The training session for maintenance EIAs was

held. A follow up session: to review progress

to date also included clerical workers. The

site coordinator presented the EIAs with materials

on trade, occupational, and training schools and

community counseling services. The site coordi-

nator spoke to 150 employees at a CSEA clerical

council meeting about tuition reimbursement. The

site coordinator and EIAs at each agency began

once a week meetings to set out specific tasks

for each to accomplish. The Coordinator of CCNC

arranged for all the EIAs' names to be placed on

CCNCR members' mailing lists for course schedules

and catalogs. NIWL staff visited Hartford and

attended local planning committee and EIA
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December 1979

January 1980

planning meetings. A photograph taken at the

September EIA training session appeared in the

CSEA Government News.

A series of group meetings attended by 15 to 25

clerical employees were held at the DMV for 5

wee.ki, 3 days a week from 8:30 a.m. to 9:30 a.m.

Two large group sessions were held at the Bureau

of Purchasing to discuss tuition reimbursement

and vocational/tech/Mal training. An article

was published in The State Scene announcing the

names of the maintenance EIAs. The site coordi-

nator wrote and submitted an article to CSEA

which was published in the Government News.

The site coordinator arranged for the Central

Connecticut State College printing and graphics

department to design and print posters. The

site coordinator made a presentation to a

meeting of state government affirmative action

officers on tuition reimbursement and the demon

stration project. The personnel EIAs were

invited to attend the local planning committee

meetings for the first time, in order to smooth

working relationships at the agency sites.

The survey questionnaire was administered to

DOT maintenance workers at three garages; training

opportunities and tuition reimbursement were

discussed with workers after the survey. Notices
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February 1980

A

were sent to maintenance workers at one DOT

garage to explain the project and publicize their

EIA's name. Three group meetings were held at

DOL early in the afternoon on three separate days

at the end of the month. The site coordinator

made a presentation on tuitionreimbursement to

a CSEA clerical council meeting. Initial dis-

cussions began within the Personnel Development

Unit concerning the possibility of revising the

tuition reimbursement procedures and application

form.

For three consecutive weeks at DOL, lunch hour

open meetings were held for clerical employees

to meet the site coordinator and union EIAs. The

site coordinator spoke to a group of data pro-

cessors on the night shift at DMV. New statistics

on tuition reimbursement were gathered by the

site coordinator which indicated statewide

increases in application rtes. The site coordi-

nator attended the Regioplial Dialogue on Worklife

Education in Berkeley, California sponsored by

NIWL, to speak about the Model III project to a

group of interested educators, management and

labor representatives. The monthly local planning

committee meeting reviewed options for a major

revision of tuition reimbursement application

procedures.
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March 1980

April 1980

May 19.80

The site coordinator made presentations at a

meeting of continuing education administrators,

a college career program, and the Regional Dialogue

sponsored in Minneapolis, Minnesota by NIWL. The

site coordinator undertook a draft revision of

the tuition reimbursement application procedures

and form.

The site coordinator reported to a CCNCR meeting

on the status of the Model III project, examples

of college activities in worker education, and

possible ways for CCNCR to become more involved

with Model III activities. A panel consisting of

representatives from CEUI, CCNCR, tow maintenance

EIAs, and the site coordinator delivered a

presentation at the Regional Dialogue in Boston.

The site coordinator and state Director of Per-

sonnel and Labor Relations discussed options for

revising the tuition reimbursement system. The

CEUI maintenance contract was ratified.

The National Institute of Education agreed to

extend the term of the Model III contract until

September 30, 1980. Plans to simplify and decen-

tralize the tuition reimbursement system were

announced tv Personnel and Labor Relations. The
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June 1980

July 1980

site coordinator began drafting a handbook on

tuition reimbursement guidelines. A major effort

to eradicate the backlog of tuition reimbursement

applications was undertaken by the state.

Onsite interviews were condured with more than

20 people in Hartford by NIWL staff for the case

study on Model III.

The second round of surveys was administcred

100 randomly selected clerical and maintenan e

employees at the agency sites. The site coL

:
dine-

tor was hired provisionally as a permanent state

employee. The case study was completed in draft

form. Statistics were gathered by the site coordi-

nator on tuition reimbursement usage by the

clerical and maintenance units during the demon-

stration year. Certificates of service (see

Appendix F) were sent to the EIAs from NIWL, the

state Director of Personnel and Dior Relations,

and their union representatives. r/The EIAs also

received letters of appreciation1(see Appendix G)

from NIWL for their service to lie included in

their 1?.rsonnel folders. . )

,,---------"
---

August 1980 Data from the post-project survey were dompilet.

and the case study redrafted in light of an

analysis of the data.
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OUTCOMES OF THE PROJECT

What are the''results to date of the interventions in Hartford?

Has progress been made toward accomplishing the fundamental pur-

pose -- to reduce information and counseling barriers -- affirmed

at the outset by the original parties? What effects has the project

had on these organizations and institutions? How successful were

the various roles and interventions tested? Were there unantici-

pated outcomes? What are the Hartford participants' recommendations

for the future?

Effect of the on Workers

The consensus of the

project survey are that the demonstration project substantially

affected the clerical and maintenance workers at the project

sites. The fundamental purpose of Model III, to reduce certain

structural barriers which appear to discourage use of tuition-aid,

is well on the way to realization, 4

The most striking evidence of change is in the realm of

worker knowledge of tuition reimbursement. The survey administered

at the outset of the project found orily 25.5 percent of respon-

dents somewhat or very familiar with the plan; by the project's

conclusion, this percentage had nearly tripled to 73.8 percent of

respondents in the second survey.

Not only do workers know about the plan, they also under-

stand it much better. Before the demonstration project, nearly

90 percent of those surveyed did not even know they were eligible

to apply for reimbursement of tuition costs. More than 43 percent

now know they are eligible. More than 40 percent also know how to

request approval for tuition reimbursement, twice as many as before

the project.
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These statistics confirm the belief generally held by pro-

ject participants that workers understand the plan much better

now, including the all-important fact that courses do not have

to be job-related:to be approved.for reimbursement. The miscon-

ception that they did, when held by either management staff or

employees, would have effectively prevented a worker's using

tuition reimbursement to.finance training 'leading to a new job.

According to CSEA's President, "we have seen and heard from

clericals that they didn't know about tuition reimbursement before,

or realize that it could be used-for anything other than regular

college degree program tuition or could be non-job-related. The

EIAs got this across".

Not surprisingly, this increase in knowledge and urF4erstanding

is accompanied by a reduction in the number of workers who regard

lack of information as a barrier to their participation in education

and training. About 40 percent at the conclusion of the project,

compared to 66 percent at its outset, felt that inadequate infor-

mation about the plan kept"ihem frOm using tuition reimbursement.

The percentages of those who identified, inadequate information and

advice about careers, courses, or education institutions as barriers

to education or training dropped a similar amount by 25 points ork

more from 75.- 84 percent to 47 - 54 percent (See Table I, "Con-

clusion"). Of course, the percentages reporting inadequate infor-

mation or advice to be barriers are still high.

One could also measure the impact of the demonstration pro-

ject upon the target popuiations'by the rates at which they apply

'for tuition reimbursement. Early statistics show modest increases
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in these rates over the course of the demonstration year.

More than 26 percent of respondents who reported taking courses

in the second survey paid the tuition through the reimbursement

plan, compared to 20 percent Ln the first survey. Statistics

gathered by the state government reveal that for the academic

year 1978-1979, clerical workers submitted 296 applications, fc2

1979-1980, 458. Maintenance workers submitted 17 applications

in 1978-1979, 27 in 1979-1980.

Why have application rates not increased more dramatically?

For one thing, it requires time for knowledge and attitude

shifts to produce behavior changes. Secondly, as several site

participants have pointedout, because most education institu-

tions operate on a semester basis, and the group meetings at

the site agencies took place in December or later, it is unreal-

istic to evaluate Fall 1979 or Spring 1980 application rates as

a measure of the project's effect. Not until Fall 198C or

Spring 1981 applications are tabulated will we begin to see a

noticeable impact, project participants believe.

However, although an increased participation rate would

be a positive sign, it is peripheral to the primary purpose of

the Model III project, to reduce or eradicate structural barriers

to ensure that the target populations were aware of the tuition

reimbursement plan and educational resources and how to take

advantage of them. Without information and advisement, these

individuals were not even prepared to choose to pursue education

or training. Whether state employees use their new awareness to

apply for tuition reimbursement and return to school is an impor-

tant but distinct issue which cannot come into play until the

structural barriers are down,
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Effect of the. Project on State Government

There is evidence that the demonstration project had an

impact on the knowledge and attitudes of state personnel and

training staff. A few participants believe that these individuals

are now more aware of tuition reimbursement and more predisposed

to publicize and improve the efficiency of the plan.

There is evidence that workers in the target populations

see a change in management attitudes. More than 54 percent of

the respondents to the second survey think that the state

encourages its employees to seek additional education or training,

compared to 29.5 percent in the first survey. More than 32

percent of the respondents to the second survey, compared to

74 percent in the first, believe the state encourages employees

to use tuition reimbursement. Although nearly 46 percent

identified favoritism within the state system as a barrier to

) further education or training in the first survey, only 24.6

percent did so in the second, a noticeable decline. While

these changes in attitude cannot simply be attributed to the

effect of the demonstration project, some correlation seems

likely.

However, two events which occurred during the last months

of the demonstration project are concrete institutional changes

to whose accomplishment it contributed significantly. The ,

first of these was the decision to simplify and decentralize

the procedure for processing reimbursement applidations. The

second was the decision to establish a new professional position

within the state service to provide training and technical

assistance to agency staff in the tuition reimbursement area. The
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Model III site coordinator was hired by the state to fill this

role.

The site coordinator and state Director of Personnel Develop-

ment concur that, in the Director's wor s, "a major result of

this project 3.s that a revised, simplified, decentralized tuition

reimbursement system is being designed. A close look was taken at

the system aid why it didn't work well was considered", A

working draft of the decentralization proposal was under discussion

during the summer of 1980. It would simplify processing by eliminat

several steps, some of the paperwork and personnel formerly

involved. Approval for reimbursement would be the responsibility

of a designated individual at each agency. Any applications not

approved would be forwarded to Personnel Development for a review

and final decision by a labor-management committee, subject of

course to collective bargaining grievance procedures, (tinder the

former system, a state employee could enlist the union's help in

appealing a rejection only through the formal grievance procedure',

The Personnel Development Division will coordinate this system

and provide technical assistance to agencies,

Introducing decentralization will require writing a manual

about tuition reimbursement and training a staff member at each

agency to understand the system, Topics covered wouldnclude an

explanation of each, bargaining unit's' tuition reimbursemnt guide-

lines, detailed procedures for processing forms, answers to

common questions, and record-keeping responsibilities,

The second decision, to assign a professional position to

the tPition reimbursement system, seems a natural consequence of

the f 7st. A professional staff person would be required to

write the manual and provide training and technical assistance
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to the agency tuition reimbursement administrators. (The site

coordinator, given her knowledge of the system, was a logical

choice for the position). But as important a factor in the decisio:

to create a new position was apparently a widespread conviction

that the site coordinator's role had made the system function

better. (This is discussed further under "Success of t'e Site

Coordinator's Role"). The decision to create a new posi'Lon is

particularly notable at a time when state hiring was extremely

limited.

How do key representatatives of the state themselves feel

personally about the project's impact? The state Director of

Personnel and Labor Relations focuses on the introduction into

the government of a centrally located source of guidance and

information concerning tuition reimbursement -- the site coordi-

nator -- as a much needed innovation. The state's representative

on the local planning committee, the Director of Personnel Develop -

ment, cites several'outcomus, both planned and unanticipated;

o the tuition reimbursement system was examined and revision;

planned;

o mutual respect and a tendenLy to work cooperatively has

grown among the key parti.ipants; and

o the Title 1-A Upward Mobility project was cooperatively

implemented.

These are seen as positive steps in the complex and long-term humal

resources development effort within state government.

2 79
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Effect of the Project on the Unions

Representatives of both unions believe there has been a

substantial impact on their organizations and leadership. In

the words of one, "if it had not been for this project, the union

would not now be so committed to tuition reimbursement."

According to these representatives, the unions now take educat:

and training very seriously as an important contract item to be

won for the membership.

There is some evidence that the unio rank and file have

noticed such a change in attitude. The second sur-.-ly found that

more than 32 percent of the respondents believe the:. ,Anion en-

courages members to seek further education or trainin6 spared

to less than 14 percent the first time. More than 32 p e- also

believe tha union encourages the use of tuition reimbur.-:":at,

compared to under ten percent of respondents to the firF:r survey.

These and other statistics may also suggest that

the demonstration project increased the unions' visibility

_, and the degree to which workers in the target populations feel

confident in their unions. At the outset of the project, only

19.2 percent realized tuition reimbursement wts -, benefit

negotiated through collective bargaining; instead, more than

75 percent erroneously believed the p',.e..! was unilaterally spon-

sored by the state government. More thin 69 i:lrcent of respon-

dents to the second survey knew tuition reimbursement was a

negotiated benefit, and nine percent thought iti was unilaterely

sponsored bythe union. In response to a questicin which asked
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from whom respondents w.-.1d prefer to receive information on

tuition reimbursement, nearly 33 percent chose a union represen-

tative in the secor survey, compared to 21.6 percent in

the first.

Do the labor representatives on the local planning cc mittee

believe that the project had positive results, in their personal

view, for their organization or membership? Th' Piasident of

CSEA feels the project made some headway towards the two original

goals he had for participation. First, the local planning

committee did provide an opportunity for labor and management to

exchange ideas about employee education. Secondly, lower-level

employees are now more aware of their tuition-reimbursement

benefit: "The EIAs got this across". The CEUX representative on

the planning committee emphasizes that the primary purpose for

his uAion's involvement was to help the membership promote tnem-

selves in the work mad. To a limited degree, he feels mail.tenance

workers know more about their plan and where to go for related

advice.
4

The fact that both unions were immersed in contract negotia-

tions for much of the demonstration year hindered changes in 111,on

structure or policy which might otherwise have occurred. T,Ie

ideas which the unions have under consideration (see "Local

Recommendations for the Future") may indicate that they w:,31 4-ake.

more of an advocacy role towrads education and tuition reimburse-

ment in the future. As one union officer said, "this pr'ljec.c has

awakened all of us."



Relative Success of Roles and Interventions

Role of the Local Planning Committee

The local planning committee represented the first formal,

on-going collaborative effort between management, labor, and

educators to plan and coordinate educational opportunities for

state employees. Sustaining this collaboration over many months,

was in itself an extremely significant accomplishment. Both CEUI

and CSEA were involved for much of the project in complex contract

negotiations which could easily have strained not only labor-

management *.ies but relations among the unions as well. The

Coordinating Committee was a young organization, funded on a

year-to-year basis, Model III its first major endeavor. The

state Personnel Development Division itself was just getting started.

Despite the instability -- individual and collective -- which

characterized this situation, these organizations and agencies were

able to work together. This should encourage other organizations

in uncertain situations, as the Coordinator of CCNCR has pointed

out, because it suggests that organizational instability is not an

insurmountable obstacle to a Model III intervention.

Another significant accomplishment was the back up which committee

members provided to the site coordinator. In the original design,

the committee was to "oversee" the site coordinator. The role

which actually evolved was more supportive than this language

suggests. There were a number of occasions, several during the

site selection process, when committee members intervened on

behalf of the site coordinator to obtain information or remove

bureaucratic obstacles. The site coordinator has noted how

important this kind of backup was in negotiating the intricacies

of a complex government bureaucracy.
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The long-term planning responsibility was less successfully

realized, several of its members agree. They note the comettee's

tendency to become bogged down in details, to focus on quotidian

problems rather than specific goals or long-term plans. 'le

frequent absence of one or more members from, the meeting. exacer-

bated these tendencies. Because of this fragmentation, the site

coordinator adopted more of a leadership role in initiating dis-

cussions of topics and presenting optional courses of action than

the original Model III had envisioned. However, this adaptation

of the original model was successful in keeping the project moving,

responding to difficulties, and devising appropriate courses of

action.

Role of the Site Coordinator

The introduction of the site coordinator into the tuition

reimbursement system is widely regarded as an excellent innovation.

For the first time, the state Director of Personnel and Labor

Relations observed, there was "a centrally located office within

the state syst_m providing guidance as to the best use of tuition

reimbursement". Another observer pointed out that previously,

there was no source of information and assistance within the

state concerning tuition reimbursement which was both autLirite-

tive and accessible, a position above the clerical level, b"t

below the director. The consensus se..ms to be that the project

year demonstrated the benefits to both workers and state manage-

ment of appointing an individual to be responsible for statewide

technical assistance and publicity concerning tuition reimbursement.

2
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Of all the roles ,erformed by the site coordinator, perhaps

the most critical were those which required liaison with or

coordination of the o her key participants. A number of powerful .

factors militated ag inst coordination: the size of the state-.

bureaucracy, the geog aphic dispersion of the sites, the complexity

of labor-management ations, the diversity of the project's

participants and the historic lack of coordination between

state agencies, labor, management, and education institutions, to

name a few. As a neut y, affiliated with neither management,

labor, education, nor any oction within those sectors, the site

coordinator was abletoydyercome many such barriers. She hersell'

argues that the position's neutrality was a prerequisite to its

effectiveness. The interaction between the site coordinator, local

planning committee and its members is discussed above. Without

the direction and support which the site coordinator gave to the

EIAs, and her liaison role vis-a-vis management and personnel

staff, it seems unlikely the interventions at the site agencies

would have progressed as far as they did. The site coordinator

successfully kept the many elements of the project in motion and

its diverse players working together.

Another critical aspect of the site coordinator's work was

her role as the unofficial state authority on tuition re4b0i-Vent.

It is clear that before the demonstration project took place,

there was considerable confusion among state employees and manage-

ment, even personnel staff, as to the specifics of the reimburse-

ment policy: what courses were approvable, which institutions

were permissible, and so forth. By providing a channel for such

questions and authoritative answers, the site coordinator helped

individuals, but also underscored the need for a clearer policy

V-77

2134



statement and an accessible source of information and technical

assistance concerning tuition reimbursement. Perhaps the most

copvincing evidence of the efficacy of her role in this regard

is her permanent employment by the state.

Two issues were raised by several observers about the site

coordinator's role. The first was its level of authority. The

site coordinator was responsible foe securing the cooperation of

high-ranking individuals. It is suggested by some that her

lack of "clout", her dependence on backup from more powerful

planning committee members, made this more difficult.

A second issue was the location of the site coordinator's

office. Some observers argue that basing the site coordinator at

a state administrative building identified her with the statal

government in many peoples' minds, suggesting another location

would have been better. However, the site coordinator counters

that working from within the state system gave her a degree of.

insight not possible for an outsider into the nature of state..

employment and the tuition reimbursement system.

Role of the Education Information Advisor

How well the union EIA role as structured, accomplished its

objectives is a matter of debate among those who participated

in the project. Howeier, the group meetings, which absorbed a

considerable number of EIA hours, received nearly unanimous

endorsement among union EIAs as the best approach to employees.

As one EIA testifies, "group meetings were the only effective

way of reaching everybody". The formal invitations, location, and

scheduling of these meetings ensured good attendance,and enough

time to cover the basics and still permit a question and answer
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period. But beyond this, the group meetings often seemed to

inspire enthusiasm and interest among attendees.

Many .union.EIAs found individual contacts with workers far

less satisfactory. Some EIAs hesitated to contact employees who

had not previously expressed interest in education. Several

remarked how difficult it was to advise co-workers individually

;during working.hours. 'Few employees at the maintenance or

clerical level can move freely from workstation to work station.

The lack Of privacy in an open work environment and pressure from

supervisors or co- workers 'to get back to work also interfered.

For such reasons, coffee breaks, lunch hours, and the bar after

work were preferred advising situations for some EIAs.

The question raised here is not simply whether group or

individual meetings are more effective. The group sessions very

successfully achieved their purposes; to generate enthusiasm,

introduce the union Ellis, and provide some basic information. The

individual sessions were less immediately successful because of

logistical problems but also perhaps because their objectives

were more demanding and long-term: to sustain an individual's

enthusiasm and help design an appropriate educational plan.

To accomplish these long-term goals, union EIAs must be recognized

and sought after by their co-workers as advisors on educatiOn-

related subjects. The majority of EIAs felt their sphere of influ-

ence had yet to grow beyond-the circle of immediate co-workers and

acquaintances. However, one EIA was "tracked down" by several workers,

whose interestin education was previously unknown to her, shortly

after her transfer from one section of the agency to another.
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Others who had talked with the EIA earlier referred their co-workers 41

to her.

Comparing certain results of the second survey with those of

the first inditates that union EIAs achieved recognition among

their co-workers. When asked whether there was a designated

individual in the company or union to provide information or advice

about education and careers, 57.9 percent said yes to company,

34.3 percent to union, compared with 31.5 percent and 8.1 percent

respectively of respondents to the first survey.* Nearly threer

fourths of respondents to the second survey who reported having

discussed career or education plans with this advisor found it

somewhat or very useful, compared to slightly more than one-half

the first Survey.

Several of the EIAs'interviewed for the case study felt

discouraged or even overwhelmed by their logistical problems and

the difficulty of motivating indiv'duals. Their frustrations

apparently obscured their success as providers of information,

indicated bythe survey results and testimony of '...tservers. A

CEUI staff representative state!;: "Nobody in maintenance knew

anything about tuition reimbursement before, or- who to talk to

about it". A CSEA chapter president testifies, "clerical employees

now are much more aware than in the past of what tuition reim-

lbursement is and how it works." It may be important to coach

* The case tudy interviews indicate that those union EIAs who
were acts e in the union were identified by co-workers as union
advisors, while the other EIAs, perhaps as a result of the
group meetings, were sometimes associated with management.

/
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/ prospective EIAs that there are several stages of advising, and

each is significant. Otherwise the enormity of their task may

seem overwhelming.

The debate about the structure of the EIA role focused on

several issues. Primary among these was the "release time"

arrangement, with which no one was entirely satisfied. The

EIAs noted three concerns. Release time of 311 hours a,week was

not sufficient. Secondly, some supervisors were not cooperative

in allowing their employees to take time away from work duties to

talk to the EIA. Thirdly, supervisors and 4o-workers could make

an EIA feel very uncomfortable about actually using release time,

especially when the workload was heavy.

So e supervisors were apparently unhappy with the arrange-

ment 4cause of the disruption in the regular work day. This

could have been exacerbated in the case of union stewards, who

already had release timeftr union responsibilities. A few

supervisors, it was alleged by some project participants,

object entirely to promoting education for employees.

A second issue was whether union stewards were more effec-

tive EIAs than other workers. Advantages noted by some parti-

cipants were that union stewards already are recognized by their

go-workers as"advisors" of a sort and are usually outgoing

individuals interested in people. Disadvantages, were that

stewards have many demands on their time, and that their involve-

ment could politicize what should be an apolitical role.

NZ,
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A third issue was the expertise of the union EIAs. The EIAs

did not report a lack of confidence in their ability to advise

co-workers.. More than one observer among personnel staff, however,

was skeptical about the EIAs' level of expertise and the entire

concept of peer advisement. The depth of the EIAs' knowledge about

tuition reimbursement and the world of colleges. and schools was

questioned. Also questioned was the level of respect and trust

EIAs could command who had not returned to school or achieved a

promotion themselves.

A fourth issue was the role of the personnel EIA. Although

originally envisioned as a resource person, this role apparently

was seldom fulfilled. More than one personnel EIA noted little

change in his/her role vis-a-vis tuition reimbursement, and ex-

pressed regret at the lack. of opportunity to serve as resources for

the other EIAs. None evidently derived a sense of involvement

from the liaison role as members of the local planning committee.

The site coordinator suggests as reasons for their minimal involve-

ment that their role was inadequately defined, and that they did

not have release time from their regular work duties for EIA tasks.

Information System

Before the.Model III demonstration project, it is generally

(--
agreed, information circulated within the state governersatia out

_tuition reimbursement and education opportunities was minima . The

publicity and inforMation methods used by the site coordinator and

EIAs successfully turned this situation around, according to a

comparison of the first and second survey results. More than

52 percent of respondents to the second survey reported receiving

information on the tuition reimbursement plan in the previous

2f29
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six months, an impressive increase over the first survey's 4.4

percent. Information about education and training was reported by

56.2 percent, compared to 28.9 percent in the first survey. From

eight to nearly 21 percent more respondents to the second survey

reported receiving information from the following sources (in

descending order of frequency): from union representatives, from

co-workers, from a counselor or advisor, at a company meeting,

in a union newspaper, in a company newspaper, from bulletin board

notices, from supervisors, and at union meetings. There were

smaller increases for sources of information about education and

training.

These statistics also indicate that no single method of

information dissemination is noticeably more effective in

reaching workers. Most of the methods used appear to be reflected

in these statistical increases. It is an issue among those

who participated in the project as to.which methods were most

successful. It was generally agreed that "personal contact

far outweighs the effectiveness of written materials," in the

site coordinator's words, whether contact was made in individual

or group sessions. EIAs reported fewer responses to printed

publicity. Several observers noted that noceveryone reads the

union or state newspapers, bulletin boards are covered over, and

notices accompanying paychecks are easily ignored. To many people,

an EIA remarked, standard college materials seem written in a

foreign language. Moreover, conversations or meetings may communi-

cate information about education more effectively than an impersonal

notice, particularly since, according to some observers, clerical

and maintenance workers tend to assume unless told otherwise that
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such information is intended for professional or well-educated

employees only.

On the other hand, some observers argue that printed informa-

tion might have been more effective if more extensive. Also,

there is some evidence that workers find printed information

most helpful. When asked to identify preferred sources of

information, respondents to the second survey consistently selected

as their first or second choice printed information (handouts,

mailing, notices) by ten percentage points more often than personal

method, (meetings, co-workers, supervisors).

3esearch Intervention

Approximately 200 clerical and maintenance workers at the

agency site.; filled out survey questionnaires either at the

beginning or conclusion of the demonstration year. After the

administration of the survey, the site coordinator often led an

informal discussion of tuition reimbursement and educational

opportunities. Some workers discovered for the first time their

eligibility for tuition reimbursement. Others asked questions

which were later followed up. But all were encouraged to think

about education and training and introduced to workplace-based

sources of information and assistance -- the site coordinator and

EIAs.

Workplace-Education Institution Linkages

The third intervention set forth in Model III was the establish-

ment of working relationships between one or more education insti-

tutions and the local planning committee. This collaboration was

designed to promote special adaptations in college courses and

programs, scheduling, location, and other innovations. The presence
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of the Coordinator of CCNCR on the' planning committee was a

first step towards establishing such working relationships. His

participation ensured, for the first time,. that a formal channel

of communication would be kept open between representatives of

state management, labor, and educational institutions.

It proved, however, very difficultto r dlize educator-

workplace linkages during the demonstration year. One hypothesis

is that considering the complexity of the original project design

and the length of time required to establish the information and

advisement components, it is not surprising that a single year

proved too brief to implement the third intervention to the extent

hoped for, Another explanation points out that the establishment

of relationships with institutions exterior to the workplace is a

time-consuming prerequisite not demanded by the inforeation or

advisement interventions.

Nevertheless, there is evidence of ground work accomplished

which may promote the future establishment of more formal educa-

tor-workplace linkages. The local planning committee meetings

were a catalyst for informal discussion of potential collaborative

efforts between these parties. For example, representatives 'of

CEUI have discussed with the Coordinator of the CCNCR the possi-

bility of contracting with local education institutions to offer

courses to the maintenance workers.

A promising omen for future educator-workplace linkages is

the Title 1-A Upward Mobility project (discussed earlier) which

ran concurrently with the Model III and was the product of

collaboration between the state Director of Personnel Development
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and the Coordinator of CCNCR. The collaboration grew out of the

working relationship established between these individuals during

preliminary planning for Model III, "This education-work linkage

would never have happend w' the NMI project", according to the

CCNCR Coordinator. Altho! h Title 1-A project was neither part

of Model IIInor a direct its activities, as an effort

to address_the educational net state clerical workers by

enlisting the resources of area leges, it bodes well for the

future of workplace- educator lirkages in Hartford.

The Coordinator of CCNCR believes the project was "a success,

overall", and emphasizes how re .-.7.kable this is given the youth and/

or insecurity of the key parties' organizational bases. He

singles out as important outcomes the state's assignment of a pro-

fessional position to the tuition reimbursement area, increased

cooperation among the parties, and the Title 1-A Upward Mobility

Project.

Local Recommendations for the Future

The closing months of the project saw a number of recommenda-

tions for the future under discussion in Hartford. An expanded

and sustained information system is widely favored. The state

Personnel Development Division is preparing a tuition reimbursement

manual for state employees and a training session for agency staff

who process tuition reimbursement applications. The President of

CSEA plans to get more information out to the rank and file by way

of union publications, meetings, and stewards. A "college fair",

which would give state employees a convenient opportunity to learn

about education programs in the Hartford area, is under discussion

as an approprite activity for CCNCR, Increased publicity about

the state's tuition reimbursement program directed to area

schools and colleges advocated by CCNCR's coordinator.
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The merits of a formal labor-management committee for

education and training are endorsed by Hartford participants,

Whether the local planning committee as presently structured or

some variant will endure remains to be seen.. One potential

successor, identified by two planning committee members, is the

Human Resources Development Commission convened by the Department

of Administrative Services during the demonstration year. It

includes representatives of government, labor, and education and

has a mandate to examine the present condition of education and

training opportunities for state and local public sector employees

in Connecticut, perform a needs assessment, and issue recommendations.

While other project participants are less hopeful about the Commis-

sion's potential, they do endorse the principle of a formal channel

for labor-management-educator consideration of the educational

needs of state employees.

The decision to hire the site coordinator as a permanent

state government employee does not mean that the role will

remain unchanged. Most often singled out as worthy of continua-

tion are the position's technical assistance and publicity

coordination functions.

Proposals for the future of the EIA concept are numerous.

Although a few doubt it will endure, most recommend its continuation

tian_with_modificktions. Union representatives are interested

in adopting the EIA concept, perhaps by incorporating it into

the steward role and providing appropriate training. The union

EIAs are generally convinced of the importance of the peer

advisor element; they recommend more release time for EIAs and

for workers seeking their assistance. Other observers, while in
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favor of workplace-based education information and counseling,

recommend that a_professional counselor or personnel officer,

rather than an ordinary worker, be entrusted with these respon-

sibilities.

Whatever their opinion of the EIA concept, many observers

emphasize how important "peer models" -- workers who have advanced

their careers by way of education or training -- could be, either

as EIAs or not. In their view, the peer model can motivate co-

workers by proving that-barriers to education and training can be

overcome, and that there are rewards to attending courses or

earning a degree.

Educational alternatives for clerical and maintenance workers

are also under discussion. The state Personnel Development

Division has set as a. lung-.term priority the education and training
.

needs of clerical and maintenance workers, both to upgrade the

productivity of these positions and to provide upward mobility

routes. Creating a union educational or professional development

unit is the subject of consideration by both CEU1 and CSEA, as is

the possibility of contracting for special courses or workshops

for their-members. The CEUI has gone a step further and submitted

a proposal to the National Institute of Education for funding to

continue the education information advisor activities of that union

during 1980-1981.

-Although negotiations for new contracts do not begin until

January 1982, ways to strengthen the tuition reimbursement

clauses are already being considered, particularly by union parti-

tipantS: Options include permitting release time for EIA-type
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advisement, increasing the annual bargaining unit allotment,

raising the rate of reimbursement above 50 percent, and advancing

rather than reimbursing tuition costs. The CEUI contract for

the maintenance unit ratified in April 1980 (discussed earlier)

includes revisions which significantly strengthen the benefit

clause.

CONCLUSION

Summary

Nationwide, many employers; either unilaterally or through

a negotiated plan, provide workers with a tuition-aid benefit.

But relatively few take advantage of this source of financial

aid, and this is most true of those in the lowest ranks i -n terms

of salary and skills. This is a problem if one believes educa-

tion and training to be tools for self-development and career

advancement. This problem earns society's active attention when

it becomes evident that structural barriers which could be

reduced -- inadequate information and counseling -- are a primary

cause for the infrequent use of tuition-aid,

The Hartford site adopted the most complex of the three

model programs designed by the National I-Stitute for Work and

Learning to reduce these structural barriers. The demonstration

project was targeted specifically to clerical and maintenance

workers employed by selected state government agencies located

in the greater Hartford area. State government studies indicated

that these populations rarely used tuition reimbursement and

were in great need of opportunities for career advancement,
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From the initial planning stages through to its conclusion,

management, labor, and educator representatives were key parties

to the project. This collaborative relationship was formalized

during the demonstration year in the local planning committee,

which met monthly to plan and oversee project activities and

assist the site coordinator.

The site coordinator and the union EIAs, with backing from

the planning committee and personnel EIAs, planned and imple.

mented the information system and education advisement service.

They reached clerical and maintenance workers through group

meetings, individual conversattons,newspaper articles, posters,

paycheck notices, and word-of-mouth. Records were kept of sig-

nificant contacts with workers, and follow-up pursued.

The impact of the project, the results of the survey and

the observations of key parties and participants are analyzed in, the

section "Outcomes of the Project". But it is worth zeroing in

on the impact of the interventions on the barriers which inspired

the three models in the first place: inadequate information and

counseling.

Barriers

There are three major categories of barriers to adult parti-

cipation in learning activities: situational factors, social.

psychological factors, and institutional factors (Charner, 1980)..

Situational barriers commonly reported include costs, lack of

time, age, and previous education level. Social psychological
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factors include low self- concept and lack of interest, Institutional

factors -- location, scheduling, lack of courses -- are the most

amenable to intervention. As discussed at the outset of this

report, NLWL research indicates that lack of information and lack

of counseling are important institutional barriers in and of

themselves, and possibly as they affect worker perception of other

factors. Certainly, the first survey administration in Connecticut

found high percentages of workers reporting information and counseling

barriers. The key comparisons fn Table I reveal substantial reductions

in these barriers. (Other barriers included in the survey fluc-

tuated by only a few percentage points in either direction).

TABLE I

KEY COMPARISONS BETWEEN THE FIRST AND SECOND SURVEYS

SURVEY ITEM

Received tuition-aid information within
preceeding six months

Received information about education and
training within preceeding six, months

Inadequate tuition-aid informatiOn -a problem'
Inadequate course information a problem
Inadequate information about educational
institutions a problem

Inadequate advice or counseling about
courses a problem

Inadequate advice cr counseling about
education- institutions a problem

Inadequate advice or counseling about
careers a problem

Very familiar with tuition-aid plan
Somewhat familiar with tuition-aid plan
Tuition-aid plan is company/union negotiated
Company encourages employees to use

tuition-aid
Union encourages employees to use tuition-aid
Saw an individual for education or career

planning within past two years
Received tuition-aid information from

co-worker
Received tuition-aid information from

counselor or advisor .

Received tuition-aid information from
union representatives

Received tuition-aid information at
company mee.ings
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SECOND SURVEY
RESPONSE

FIRST SURVEY
RESPONSE

52.67 4.4%

56.2 28.9

39.7 66.0
47.3 74.7
47.9 75.3

54.2 81.6

47:9 71.8

54.9 83.5

11.9 3.1
61.9 22.4
69.1 19.2
32.1 7.4

32.1 9.5
38.3 17.0

23.8 10.2

16.7 3.1

25.0 4.1

14.3 2.0
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Of course, the percentages of those who still report informatir .

and counseling barriers remain significant. The next step will\

be to see if these barriers .can be reduced still further, and if

so what effect adequate information and counseling will have on

workers' behavior vis-a-vis education and training.

-Recommendations

The findings of the case study suggest ways, to revise or

add to the original model to make it more effective, some of

which are under consideration in Hartford. A more sustained

and systematic information campaign might have even greater

impact. Different methods of publicity complement each other,

reinforcing the message and reaching those not reached by a

single method.

Many recommendations have been offered cbncerfting the EIA

concept, but ensuring adequate time and space for advising are

clearly crucial. One adaptation would ensure that each work-

place has an office reserved with space for educational resource

materials and sufficient privacy for advising sessions. An EIA

would be available at scheduled times convenient to employees,

including lunch hour, before and after work. Ideally, employees

could also make appointments during work hours to talk with an

EIA, and be permitted a few hours release time annually for this



purpose, This arrangement accomplishes two things; it provides

a routine which makes it possible to know when and how to find

an advisor, and enhances recognition of the EIA role by identi-

fying it with a particular location.

Another way to strengthen the advising element would be to

promote more teamwork between the peer advisors and the.agency

personnel /training staff. The original model stipulated this,

,j but did not structure it.

The process of establishing' linkages between the state

worksites and education institutions requires further attention

Maintaining and building upon the formal relationship embodied

in the CCNtk's membership on the local planning committee s

important. But .more precise matching of specific education insti-

tutions and srogrims with the worksites is also important-. Courses

coCd be scheduled offering various topics and worksite locations

to learn what will interest-different groups of,workers. Ano er

idea is to increase publicity about the tuition reirfibursemen plan
0

to area schools arird colleges, to ensure that they know about the

number of state employees who have available to them a source of

financial aid.

Despite the complexity of the Model III design and the Hartford

situation, two significant barriers to worker education were

successfully reduced over a period of 14 months. Harmonious

working relationships were maintained between the key parties at

a difficult time for labor relations in the states of Connecticut.

This experience indicates that the Model III is a sound approach to

lowering information and counseling barriers, .one worthy of

continuation in Connecticut and further testing in additional

locations. V-93
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CHAPTER SIX

CONCLUSIONS AND RECOMMENDATIONS

The potential for fuller use of the tuition aid resource was summed

up this way in a recent policy paper: "Salted by a new employer and union

interest in tuition-aid. . .there is the prospect for melting away of

remaining barriers to bring real educational opportunity to the adult period

of life". The learnings to date from "the Demonstrations" point out clear

ways that employers, unions, education institutions and government can act

decisively to realize that prospect.

The program interventions at the Model I and Model III sites had signi-

ficant impacts on workers' knowledge, of the existence of the tuition-aid

benefit and how to use it, the delivery of information to workers, and on

workers attitudes toward education and training and toward their companies and

unions. The interventions proved effective at reducing the information- and

advisement barriers that were targeted. They caused the establishment of

mechanisms for labor-management education collaboration and 'encouraged con-

crete changes in institutional practices. These'were important outcomes.

The results of "the Demonstrations" confirm recommendations for private

policy action offered in the forthcoming policy book by Paul Barton. Among

these are that companies and unions:

o focus attention on the provisions and.reprO-Iiiiions of .

information about the tuition aid benefit to workers employing a variety of

media of which one should be co-workers;

o insure that the administration of the benefit ha§ as one of its

central parts, the provision of competent educational and career counseling

and advisement services;
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o minimize the out of packet costs to workers through the provi'..ion

of advances or installment plan arrangements;

o insure on behalf of employees/members that there be respon-

siveness on the part of education. providers to the.curriculum wants of

workers;

o* support on a local or regional basis, establishment of a tuition

assistance advisory service to assist companies, unions and education institu-

tions to more effectively engage the tuition aid resource.

The results of this study encourages NIWL to recommend that additional

policy research and demonstration activities be undertaken independently by

companies, unions and education institutions, and by the Federal government

itself as a major employer and architect of education-work policy.

First, as has been repeatedly stated in this report, there is need to

assess long term behavioral changes on the part of workers who use T-A or

',articipate in education and training. This research should look at economic

changes, social-psychological change, social change, and workplace behavior

change. It is important to know, for example, if participants are more

occupationally mobfle, more geographically mobile, more satisfied with their

job and life situations, more productive, or "better" workers. This will

involve longitudinal studies and it well be expensive. It will also be indis-

pensible to advocates of enhanced worklife learning opportunity.

Second, there is need for more experimentation in this area. Alterna-

tive programs should be designed using unions, companies and educational

institutions in concert and alone as the focal point for the programs. These

programs should explore different counseling methods, theories and practices

as well as alternative information delivery schemes. In addition, some of
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these experiments should focus on improved linkages between educational

institutions and the workplace.

Third, there is a need for improved measurement of the barriers to educa-

tion participation and of educational needs and goals. Related to this is a

need for futher research on the factors that enhance and detract from the

conversion of educational goals to behaviors.

Fourth, we recommend that alternative financing schemes to the traditional

tuition aid program. . .such as paid educational leave and universal educa-

tional afltitlements. . .be explored and tested on an experimental basis. .

first with one or more agencies of the Federal government.

Fifth, we recommend that new case studies of successful workplace pro-

grams and experimental programs related to education and training of adult

workers be undertaken. These case studies can provide critical information

to decision-makers who are interested in developing programs and policies

for worker education and training that cannot be obtained from traditional

survey research sources. It will be purposeful to focus in this connection,

on the needs and experiences of special populations. . .of whiCh working

women in the 80%, workers in rural labor markets, and middle aged and older

workers would be prime candidates;

Finally, we urge the education research community to take fullest

advantage of the data presented in this report and subject it to thorough

analysis for what the data say. The time available was not adequate for the

kind of analysis and contemplation of the findings that results in a thorough

mining of all that is there.

.V1-3



This, then, is the report of "the Demonstrations" . . .13 months of

discovery and change.
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C-1 Results of the First Survey Administration, Model II (Ohio)
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OMB Number: 51-S79004

Expiration Date: _Sept. 1980

WORKER EDUCATION AND TRAINING STUDY

Dear Study Participant:

The purpose of this questionnaire is to gather information
about the education and training of working adults. It is part of
a study being carried out by the National Manpower Institute under
contract number (No. #400-76-0125) with the National Institute of
Education, a part of the U. S. Department of Health, Education and
Welfare.

Your views and experiences are important for the development
and operation of new education and training programs. Because
we are able to ask these questions to onlya. small group of workers
here and in two other work sites around the United States, your .

answers are very ialpOrtant.

All of the information you give is strictly confidential.
Your responses will be seen only by the National Manpower Institute
project staff, and results will not be, reported for any individual.

Again, your participation is essential to the success of the
project.. We have tried to make the questionnaire interesting and
worthwhile and we hope you enjoy filling it out. /

Thank you in-advance for yOtir help.

Sincerely,

"This report is authorized by law
(20 U.'S. C. 1221e). While you
are not required to respond, your

operation is needed to make the
Its of-this survey comprehensive,

accur e and timely."

`Gregory B. Smith
Project Director

Ivan Charmer
Senior Research: Associate
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INSTRUCTIONS
-*,* * * * * * * * *

1. PLEASE ANSWER ALL QUESTIONS IN'ORDER

2. MOST QUESTIONS NEED ONLY A CHECK () MARK TO ANSWER.

3. IF YOU DON'T ALWAYS FIND AN ANSWER THAT FITS
EXACTLY, USE THE ONE THAT COMES CLOSEST.

4. A NUMBER OF QUESTIONS REQUIRE A RESPONSE IN TWO
CATEGORIES. THESE ALL HAVE A DOTTED LINE (:)
DIVIDING THE RESPONSE CATEGORIES. PLEASE MAKE'.`

SURE THAT YOU CHECK THE APPROPRIATE BOXES IN
EACH CATEGORY FOR THESE QUESTIONS.

5. PLEASE READ ALL QUESTIONS AND INSTRUCTIONS CAREFULLY
BEFORE RESPONDING.



PART A: General Information

1. WHAT IS YOUR NAME, ADDRESS, AND PHONE NUMBER? 1-3

Your name is requested in case members of
the project staff have any questions 'about
your responses and in case we wish to ask
your views at some later time.

Name:

Address:

Telephone Number:

. WHAT IS THE NAME OF YOUR COMPANY?

Company Name:

3. WHAT IS THE NAME OF YOUR UNION AND WHAT IS YOUR LOCAL UNION
NUMBER?

Union Name:

Local Number:

4. HOW LONG HAVE YOU BEEN EMPLOYED IN,THIS COMPANY ON A CONTIN-
UOUS BASIS?
(If less than one (1) year, please check the box and indicate
the number of months. If one year or more, please write
in the number of years.)

El Less than one (1) year (Number of months

[1] Year(s) (to the closest year)

4-5

6-8,

9-10

11-12



5. HOW LONG HAVE YOU HELD YOUR CURRENT JOB OR POSITION IN THIS
COMPANY?
(If less than one.(1) year, please check the box and indicate
the number of months. If one year or more, please write.in!

the number of years.)

1---1 Less than one (1). year (Number of months 1113 -14

Year(s) (to the closest year) 15 -16

6. HOW USEFUL HAVE THE FOLLOWING BEEN FOR YOUR CURRENT JOB?
(Please check one box for each type)

I

Very Somewhat Not very Does not
Useful .Useful Useful Useless Apply!

High school
education

. 17

Previous job I

experience r--1

Vocational
education or
training since
high school ED ED 19

18

Academic or
professional
education since
high school F--1

The next questions are about tuition-aid
plans. A tuition-aid plan provides pay-
ment for all or part of the education
and training pursued by individual wor-
kers at their own choice. This may in-

clude: tuition reimbursement, tuition
advancement, educational leave of absence
(paid or unpaid), or training fund plans.

1U 20



7. ARE YOU FAMILIAR WITH EXISTENCE OF A TUITION -AID PLAN
WHERE YOU WORK? (Please check one box)

Yes, very familiar C::]

Yes, somewhat familiar

No, not familiar

If you responded NO, not familiar,
please answer Question 9 and then
go to PART B on page 6 .

8: IF YOU ANSWERED YES TO QUESTION 7, DO YOU KNOW WHO SPONSORS
THE PROGRAM? (Please check one box)

0 Negotiated as part of company/union contract

71 Company sponsored

E=2 Unioniponsored

9. IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION ABOUT YOUR
TUITION-AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE TO
YOU?.

(Please check one-box under tuition-aid plan and one box under
education and training

Tuition- Aid--Plan Educatit,n & Training

Yes ED Yes

No No E:=3

io. ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION-AID PLAN? 25
(Please check one box).

-Yes ED
No E3
Don't know 0

1/21

22

23-24
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11. DO YOU °KNOW HOW TO REQUEST-APPROVAL TO TAKE A COURSE UNDER YOWL 1/26

TUITION-AID PLAN? (Please check one box)

Yes [::]

11&:,-E:1
12. WHAT OFFICE(S) OR INDIVIDUAL(S) MUST GIVE ruRMAL APPROVAL TO AN

) APPLICATION FOR TUITION-AID BENEFITS? (Please check one box for
each office or individual.)

Don't
Yes No know

Employee's immediatelsApC1;isor
---

Supervisor f education & training C N
Personnel department

Joint or union educatiOn committee 1-7.1

The educational institution offering
-the course

-Other company or union represen-
tative

13. THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT USE THEIR
TUITION-AID BENEFITS. DO ANY OF THE FOLLOWING ACT AS A PRO-

BLEM FOR YOU? (If a reason does act as a problem for you,

please check Yes. if it doesn't or if you have not thought
about it, please check No.)

Yes, No,

it is a problem it is not a problem

Too much red tape in
applying for and getting
approval for education or
training

EduCation programs I want
-tR take are not-covered
under the tuition-aid plan

N

27

28

29

30

31

32

33

34



Yes, No,
it is a problem it is not a problem

Educational institutions
I want to go to are not
covered under the plan

I do not have adequate
information about the
tuition-aid plan

Not enough of the costs
are covered under the plan

I am not able to pay in
advance, even though I
will be reimbursed

I am not willing to pay
in advance

fD

1/35

36

37

38

39 .

Other (please specify) 40



PART B: Participation in Education and Training

For this study, we are interested in
your participation in education or
training that is at your own choice.
Courses or programs t at are required
by your company should not be consi -
ered. A course which you voluntarily
take at your own choice; (for example,
in community relations, offered at
YMCA, through your union, or at com-
munity college); should be considered
Any degree program should also be con-
sidered.

14. HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING
PROGRAM IN THE LAST TWO (2) YEARS?
(Please check one box under education program and one box
under training program.)

Education Program Training Program

Yes ED

No

If you responded No to both categories,
please go to PART7 on page 10 .

15. HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING

PROGRAM IN THE PAST SIX(6) MONTHS?

_Education Program Training Program

Yes El Yes ED

No 0 No [::]

316
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16. WHY DID YOU PARTICIPCE IN THE EDUCATION OR TRAINING PROGRAM?
(Please check one box for each possible reason for participat-
ing.)

Yes No

a. To get a degree, diploma, or certificate 0 1/45

b. To upgrade skills for present job 46

c. For a different job 47

d. For career advancement 48

e. For better wages 49

f. To prepare for retirement 1=3 ED 50

g. For leisure time pursuits
1::=1

51

h. For general knowledge 52

i. For parenting skills Q 53

j. For religious pursuits 54

k. To be a better union member 55

1. Other (please specify) 56

17. PLEASE RANK YOUR REASONS FOR PARTICIPATING IN THE PROGRAMS BY
PUTTING THE LETTER OF THE REASON FROM QUESTION 16 IN THE
SPACES BELOW.

1
st

Choice 2nd Choice I. 1 3rd Choice

3: 7

57-59



18. IF YOU PARTICIPATED IN AN EDUCATION OR TRAINING PROGRAM,
PLEASE INDICATE HOW SATISFIED YOU WERE WITH THE INSTRUCTION
YOU RECEIVED.
(Please check one box for each type of school miattended.)

Very Not Very

Satisfied Satisfied Satisfied Dissatisfied

Private voca-
tional/technical
or business
school

Public voca-
tional, tech-
nical, or
business school

4-year college/
university

Community
college

Company/union
run schools
or courses

High school

Registered
apprenticeship

Correspondence
school

Community or
social organi-
zation such as
YMCA or church

ED D ED

ED Q ED ED

D ED

ED ED

319
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61

62

63

64

65

66

67

68
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19. PLEASE INDICATE WHICH OF THE FOLLOWING PAID FOR THE EDUCATION
OR TRAINING YOU RECEIVER. (Pleajse check one box for each
category.)

Yes No

You (self-paid) ED ED 1/69

Union =I ED 70

Company -- under' tuition-aid plan 71

Company -- not-under tuition-aid plan 72

GoVernment (veteran's benefits, federal
loan or grant) 73

20. IF YOU PARTICIPATED UNDER YOUR TUITION-AID PLAN, APPROXIMATELY 74
HOW LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO TAKE THE
EDUCATION OR TRAINING?

Less than one (1) week

ED 1 week

Ti 2 weeks

El 3 weeks

4 or more weeks
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PART C: EdLcational Opportunities

21. PLEASE INDICATE THE IMPORTANCE. TO YOU PERSONALLY OF EACH OF
THE FOLLOWING POSSIBLE USES OF FURTHER EDUCATION AND TRAIN-
ING. (Please check one box for eac hitem.)

v Not
Important Important

To complete an educational program
for a diploma, certificate, or
degree = ED 1/75

To meet new people = El 76

To become a more well-rounded person ED E::3 77

For social skills C::1 [1] 78

To improve job performance = ED 79

To learn skills for hobbies = E:..] 80/1

To be a better union member = ED 2/6 .'

To improve my ability to read, write,
speak, and do math ED = 7

To be a better parent ED ED 8

To get a promotion = = 9

To improve family life r--1 ED 10

To prepare for another job or
career = = 11

To better understand community
issues ED ED 12

To learn more (knowledge for the
sake of knowledge)

13



Not
Important Important

To become a better worker ED ED] 2/16

To prepare for 7etirement ED 15

Other (please specify , 16

22. WHICH OF THE FOLLOWING EDUCATIONAL PROGRAMS ARE AVAILABLE IN
YOUR LOCAL AREA?
(Please check one box for each type of prograth Available.)

Private vocational, technical or
business schools

-Public vocational, technical or
business, school

4-year college/university

Community college

High School

Company-run schools or courses

Union-run schools or courses

On-the-job training

Correspondence school

Community or"social organization
such as YMCA or church

Available
Yes No Don't know

17

23

24

25

26
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23. AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR EDUCATIONAL
PROGRAMS?
(Please check one box for each program under Preference.)

Preference
Yes No

Private vocational, technical or
business schools = = 2/27

Public vocational, technical or
business schools 1= = 28

4-year college/university = 29

Community college = = 30

High school = = 31

Company-run schools or courses = = 32

Union-run schools or courses = El 33

On-the-job training = ED 34

Correspondence school = = 35

Community or social organization
such as YMCA or church = = 36

24. IN WHICH OF THE FOLLOWING PLACES ARE EDUCATIONAL PROGRAMS
CURRENTLY AVAILABLE?
(Please check one box for each location under Available.)

Work site

Union hall

Education institution

Community organization (YMCA,
church, etc.)

Available
Yes No Don't know

CJ 1=:1 37,

38

39

40

4
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Library

At my place of. residence

N

Available
Yes No Don't know

D Cr
ED

1=1

2/41

42

25. AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR THE LOCATION
OF EDUCATIONAL PROGRAMS?

-.,(Please check one box for each location under Preference.)

Preference
Yes No

Work site 43

Union hall 44

Education institution L_I 45

Community organization (YMCA,
church, etc.) Cj 46

Library E:=3 0
47

At my place of residence 48

26. WHICH METHODS OF LEARNING ARE CURRENTLY AVAILABLE? (Please
check one box for each type of method under Available.)

Lectures or classes

Workshops or conferences

Correspondence courses

Teleiision or video cassettes

Radio, records, or audio cassettes.

Informal discussion groups

Available
Yes No Don't know

"E3

=I

49

30

51

52

53

54
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Private individual instruction

On-the-job training

Computer-assisted instruction

On my own

Available
Yes No Don't know

El

El::
EJEI

27. AVAILABLE OR NOT WHAT IS YOUR PREFERENCEFOR-METHCOS4FLEARNT._
ING? (Please check. one box for each method under Preference.)-

Lectures or classes

Workshops or Conferences

Correspondence courses

Television or video cassettes

Radio, records, or audio cassettes

Informal discussion groups

Private individual instruction

On-the-job training

Computer-assisted instruction

On my own

Preference
Yes No

ED El
C:2

El El,

El

28. IF YOU WERE TO PARTICIPATE IN AN EDUCATION OR TRAINING PROGRAM,

IS THERE A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFER TO LEARN?
(Please check all boxes that apply.)

fellow workers

Supervisory or company administrative
personnel

El
El

- 2/55

56

57

58

59

60

61

62

63

64

65

66

67

68

69

70
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Family members 7i

Anyone interested in the program 72

NO preference 73

25. IS THERE ANY AGE GROUP YOU WOULD PREFER TO BE IN THE' PROGRAM
WITH YOU. (Please check all boxes that apply.)

People who are my own age

_ _People who are younger than I am

People who are older thirir am--

LJ

Any age group - age does not matter ED

14

75

77/2



- 16 -

PART D: Information and Advice

30. HOW DID YOU RECEIVE INFORMATION IN. THE LAST SIX MONTHS ABOUT
YOUR TUITION-AID PLAN OR ABOUT EDUCATION'AND TRAINING AVAIL-
ABLE TO YOU? ,.(Please check all boxes that apply under tuition-
aid plan and all boxes that apply under education and training.)

Tuition- Education
aid Plan & Training.

a. Employee handbook 0 0 3/6-7

b. Handouts to employees El 0 , 8-9

c. Mailings to home CD El 10-11

d. Bulletin board notices 0 ED 12-13

e. In company newspapers or I-4-1-5--

newsletters ED =I
f. In union newspaper E3 0 1.6 -17

g. At union meetings 0 0 18-19

h. At company meetings El l=3 20-21

i. From-counselor or adviser 0 0 22-23

J. From co-workers 0 1=:1 24-25

k. From supervisors ED 0 26-27

1. From union representatives ED [] 28-29

m. Education catalogues or notices
1::::1

30-31

31. OF THE METHODS LISTED IN QUESTION 30 ABOVE, PLEASE INDICATE THE
THREE METHODS THAT YOU FIND MOST HELPFUL.
(Please put the letter corresponding to the method in the box.
Example: for "employee handbook" use "a"; for "at union meet-
ings" use "h", etc.)

S. r---1 32

2. I 33

3. =

31' .r%'ow

34



32.. IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR TUITION-
AID PLAN, FROM WHOM WOULD YOU LIKE TO GET IT?
.(Please check all that apply.)

Co-workers 3135

Supervisor, 36

Union representative 37

Company representative 38

Other (please specify) 39

33. IS THERE A DESIGNATED INDIVIDUAL IN YOUR COMPANY OR UNION WHO 40-4Y

CAN PROVIDE ADVICE OR INFORMATION ABOUT EDUCATION AND CAREERS?
(Please check one box under company and one box under union.)

Company Union

Yes [1] Yes [::]

No r--1 No ED

Don't Don't
know ED know ED

If you responded either No or Don't
kriow to both categories, go to
LThitionTron. page 1.8..

a

34. IN THE PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP
-*YOU WITH YOUR EDUCATION OR CAREER PLANNING?

Yes C::1

No t::] /

your answer s o, p ease go to
Question 37 on page 18,

42
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35. IN THE LAST SIX MONTHS, HAVE YOU SEEN THIS INDIVIDUAL TO
HELP YOU WITH YOUR EDUCATION OR -CAREER PLANNING?

Yes E]

No

36. IF YOU HAVE SEEN A COUNSELOR OR ADIVSOR, WAS IT USEFUL
OF HELPFUL?

Yes, very useful r--1

Somewhat useful C:=1

No _not_useful----74=i1_1,

37. IF INDIVIDUALS WEP7 AVAILABLE TO TALK TO YOU ABOUT YOUR
EDUCATIONAL OR CA,%iER PLANS, WOULD YOU GO TO TALK TO
THEM?,

Yes, definitely C::]

Maybe

No

ED

D

3/43

44

45
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PART E: Incentives

38. DOES YOUR COMPANY ENCOURAGE EMPLOYEESTO SEEK ADDITIONAL 3/46
EDUCATION OR TRAINING?

Yes

No

Don't know ED

39. DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO USE TUITION-AID 47
BENEFITS?

Yes

No

Don't know

E3

''ES YOUR LOCAL UNION ENCOURAGE MEMBERS TO SEEK ADDITIONAL 48
-JUCATION OR TRAINING

Yes

No

Don't know

C:1

0
41. DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO USE TUITION-AID 49

BENEFITS?

Yes

No

Don't know

EJ
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42. HAVE ANY OF THE FOLLOWING PEOPLE ENCOURAGED YOU TO USE TUITION-
AID BENEFITS OR TO SEEK ADDITIONAL EDUCATION OR TRAINING?
(Please check one box in each category under tuition-aid bene-
fits and one box in each category under education and training.)

/-/" Tuition-Aid Benefit Education or Training

Yes No

SuperVisor C-43

Fellow workers r--1

Shop steward(s)

Union leaders

Friends outside
of work P
Other (please
specify)

Yes No

(:=1 1::] 3/50-51

0 = 52-53

ED = 54-55

0 ED 56-57

43. DO YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE_
ADDITIONAL EDUCATION OR TRAINING OR TO USE TUITION-AID
BENEFITS? (Please check one box for each type of
incentive.)

Letter of commendation

Special events held honoring
students

Financial bonus

Consideration in career
development reviews

Wage increase

58-59

60-61

62-63

Yes No

64

65

66

67

68
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Yes No

Publicity for participating C::] E] 69

Additional job responsibilities C=I El 70

Promotion or new job ED ED 71

Other (please specify) 72



PART. F: Factors affecting participation

44. THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE FURTHER
EDUCATION OR TRAINING. DO ANY OF THE FOLLOWING ACT AS A
PROBLEM FOR YOU. (If a reason does act as a problem for
for you, please check Yes, if it doesn't, or if, you have not
thought about it, please check No.)

....0.

A. Education and Training Programs
Yes, it is No,it is not

A problem a problem

The education or training programs
I want to take are not offered EJ Ci 3/73

Scheduling of education offerings
are not convenient for me 0 CD

74

Programs are held far away for me 0 ED 75

I do not have transportation to \

get to programs (::] El 76

Programs held in the evening are
unsafe for me to go to 0 =1 77

B. Information and Advice

I don't have adequate information
about courses that are available j

I do not have adequate information
about what educational institutions
are available 0
I do not have adequate advice or
counseling about available courses
and whether I am qualified to

take them

78

79

80/3



I do not have adequate advice or
counseling about available
educational institutions

I do not have adequate advice
or counseling about my career
opportunities

C. Personal and Family

Yes, it is No, it is not
a problem a problem

a

Yes, No,

it is a problem it is not a problem

4/6

7

I don't want to take
courses on my own time 8

I cannot afford child care
or make.arrangements.for
child care

I don't think I could pass
the course

I don't have enough free time
because of family_responsi-
bilities

my work is too hard and I am
too tired to take courses

My work schedule can not
be rearranged to take time
off to attend an educational
program

a

a.

et.

9

10

11

12

13
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Yes, No,..

it is a problem it is not a problem

Educational programs would
take too long for me to
complete E3 Et]
Ny_spouse (wife or. husband)
doesn't want me to 1=3 CI
My children don't want me to 0

D.: leneral

= I don't think I would get
promoted or get a better
job even if I took some
-education

Favoritism in who gets
approval

If I take a course, my
company may think I lack
a skill

E. Other Problems

If there are other things that
act as problems for you, please
list them below.

CI

4/14

15

16

17

18

19

1. 20

2. 21

3. 22
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45. DO YOU PERSONALLY WANT TO TAKE ANY FURTHER EDUCATION OR 4/23
TRAINING?

Yes, definitely

Yes, probably

No

1146. DO,..Y41J.ERS NALLY THINK THAT YOU NEED MORE. EDUCATION OR 24

TRAINING?

Yes, definitely

Yes, probably

. No CD

47. DO YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN THE
NEXT TWO (2) YEARS?

Yes, definitely

Yes, probably

No

48. DO YOU THINK YOU WILL USE YOUR TUITION -AID BENEFITS IN THE
NEXT (2) YEARS?

Yes, definitely 0
Yes, probably [::1

No

el



PART S: Background Information

49. WHAT IS YOUR SEX?

Male Female

59. HOW OLD ARE YOU?

Under 25

25-34

35-44

45 - 54

55 and over

51.. WHAT IS YOUR RACIAL BACKGROUND?

Black

White

American Indian or A7s4an Native

Asian or Pacific Islander

52. IS YOUR ETHNIC HERITAGE HISPANIC?

Yes

No

El
El



53. WHAT IS YOUR CURRENT' MARITAL STATUS?

Single, never married [::]

Married (not separated)

'Married (separated) El

Widowed

Divorced.

El

1:3

54. HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU? 33-34
(please write the number in the boxes.)

E.3 Children

El Others (please specify)

55. IN WHAT WAS YOUR' LOT CHILD BORN? 35-36
(Please write in year.)

19

56. WHAT IS THE HIGMEST LEVEL OF EDUCATION YOU HAVE ATTAINED? 37

Some high Achool or less

. High schOol diploma -orGED

Some college, but no associate or
bachelor s degree

Associate degree

Bachelor's degree or higher.

El

El
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57, IN WHAT YEAR DID YOU ATTAIN ypuR HIGHEST LEVEL OF EDUCATION?. 4/38-39\
(Please write in year.)

58. DO YOU HAVE A ONE-YEAR CERTIFICATE, TRADE LICENSE, PROFESSION- 40
AL LICENSE, OR JOURNEYMAN'S CERTIFICATE?

Yes

No

59. WHICH OF THE FOLLOWING BEST DESCRIBES THE LOCATION OF THE 41

PLACE WHERE YOU LIVE?

Rural or farm community

Small town or village
(less than 50,000 people

Medium-sized city or its

\V

suburbs (50,000 . 25,000
eople)

airly large city or its
uburbs (250,000 500,000
p ople)

V ry large city or its suburbs
(0 er 500,000 people)
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60. WHAT. IS YOUR CURRENT OCCUPATION?

(Please provide the title and a brief description of your
duties.) (For example: machine operator: "I operate a
punch press in a metal shop",)

Title:

Duties:

4/42-44

61. WHAT INDUSTRY DO YOU WORK IN? (For example: construction, 45-47
manufacturing,

Name of industry:

or state government.)

62. WHAT SHIFT DO Yi" USUALLY WORK? 48

\\\
Day

NN\
Evening

'N

Night

63. ON THE AVERAGE, HOURS PER WEEK DO YOU. WORK ON THIS 49HOW MANY
JOB?

1 - 19 20 - 29 30 - 39 .40 :49 50 - 59 60 or more

64. IS YOUR

,Hourly

WHAT PAY CATEGORY? 50

V
.Salaried, but paid for overtime

Salaried, not paid for overtime

11

.4

339
(1.



_ 30

65. WHAT WAS YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE
TAXES, DURING II78? (If ynu have been in this job for less
than one year, please report your income last year before
taxes.)

Less than $7,499

7,500 - $9,999

$10,000 - $12,499

$12,500 - $14,999

$15,000 - $17,499

$17,500 - $19,999

$20,000 - $22,499

$22,500 or more

THANKS VERY

If you have

MUCH FOR YOUR HELP,

any questions, please feel free to call or write us at:

Worker Education and Training Policies Project
National Manpower Institute
1211 Connecticut Avenue, N.W.
Washington, D.C. 20036

(202) 466-2450

4/51



THE NATIONAL MANPOWER INSTITUTE, A PRIVAT, NON-
PROFIT INSTITUTION. IN WASHINGTON, D.C., IS CON-
DUCTING THIS STUDY UNDER CONTRACT TO THE NATIONAL
INSTITUTE OF. EDUCATION, A PART OF THE U.S. DEPART-
MENT OF HEALTH, EDUCATION AND WELFARE.

The National'ManpoWer Institute (NMI) is concerned with the full
development and use of the human potential; development and imple-

-mentation-of-education-work policy; elimination of time traps
which.separate life into youth for education, adulthood for work,
retirement for obsolescence; and.rational integration of education,
manpower, and economic policy.

The. management of the Institute.and the. staff of this study
include:

'WILLARD WIRTZ, Chairman, Board of Trustees
ARCHIE E. LAPOINTE, Executive Vice President
PAUL BARTON, Vice President, Planning and

Policy Development
GREGORY B. SMITH, Prdect Director
IVAN CHARNER, Senior Research Associate
BRYNA S. FRASER, Policy Research Associate
KATHLEEN KNOX, Senior Associate
VIVIAN LEE, Executive Secretary
FRANCIS MACY, Project Consultant.
JAMSHID MOMENI, Research Associate
PATRICIA PAULIN, Project Secretary
JANE E. SHORE, Program Associate

The National Manpower Institute is being assisted in the study by
Dr. Herbert Levine, Senior Study Consultant and Director of the
Labor Education Center at Rutgers University and by a National
Advisory Committee of representatives from unions, employers and
educators.
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MODEL I (California)



PART A: GENERAL INFORMATION

TABLE 1: HOW' LONG HAVE YOU BEEN EMPLOYED IN THIS COMPANY ON A CONTINUOUS BASIS?

A. Less than one (1) year (Number of months _)

Relative Adjusted Cum
Absolute

filq) IV)
41

Month freq

13.3
40.0
53.3
60.0
66.7
73.3

100.0

1. 2 2.0 13.3
3. 4 4.0 26.7
4. 2 2.0 13.3
6. 1 1.6 6.7
7. 1 1.0 6.7
8.

,
1 1.0 6.7

10. 4 4.0 26.7
O.* 85 85.0 MT 100.0

Total 1555 100.0 IVA

B. Year(s) (to the closest year)

Relative Adjusted Cum
Absolute freq freq freq

Year freq JAL Lg IR_
1. 13 13.0 15.1 15.1

2. 25 25.0 29.1 ,44.2
3. 6 6.0 7.0 51.2
5. 3 3.0 3.5 54.7
6. 1 1.0 1.2 55.8

.7. 2 2.0 2.3 58.1

8. 4 4.0 4.7 62.8
9. 3 3.0 3.5 66.3

10. 2 2.0 2.3 68.6
11. 5 5.0 5.8 74.4
12.

,,

, 2.0 2.3 76.7

13. 4 4.0 4.7 81.4
14. 4 4.0 4.7 86.0
15. 2 2.0 2.3 88.4
20. 2 2:0 2.3 90.7
21. 2 2.0 2.3 '' 93.0

23. 3 3.0 3.5 96.5
29. 4 2.0 2.3 98.8

32. 1 1.0 1.2 100.0

* 14 14.0 Miss A9 100.0

Total lblf 1b7T7 100.0

2ero
* * for Table 1A represent the 85 workers who have been employed for one
or more years.
As for Table 1B represent the 14 workers who have been employed for less

than one year.



Notes on Tables 1 and 2:

These tables are, for the most part, self-explanatory. Frequency types

illustrathd by the following example relating to the second line in Table 1.

Month/Absolute frequency -- Of the 100 respondents, four have been employed

for three months.

Relative frequency -- Four percent of the total sample (100 employees) have

been employed for three months.

Adjusted frequency -- 26.7% of respondents who have worked for the company

less than one year (total 15 employees) have been with the company for three

months.

Cumulative frequency -- 40.0% of the respondents who have worked for the

company less than one year have been with the company for three months or

less.

Fifteen percent 'of the 100 respondents were employed with the company less

than one year and the remaining 85%/were employed for a year or longer. Fifty-

two percent of the employees surveyed had been with the company for two years or

TABLE 2: HOW LONG HAVE YOU HELD YOUR CURRENT JOB OR POSITION IN THIS COMPANY?

A. Less than one (1) year (Number of moths )

Relative Adjusted Cum
Absolute freq freq freq

Month freq iii_ (%)

1. 4 4.0 9.5 9.5
2. . 2 2.0 4.8 14.3
3. 9 9.0 21.4 35.7
4. 4 4.0 9.5 45.2
5. 3 3.0 7.1 52.4
6. 3 3.0 7.1 59.5
7. 7 7.0 16,3 76.2
8. 2 2.0 4.8 81.0
9. 1 1.0 2.4 83.3

10. 5 5.0 11.9 95.2
11. 2 2.0 4.8 100.0
O.** 58 58.0 Missing 100.0

Total lblY 100.0 100.0

*As for Table 2A represent the 58 workers who have held their current job
for one or more years.

31 4
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B. Year(s) (to the closest year)

Relative
Absolute freq

Year freq

Adjusted
freq

Cum
freq

(%)

1. 16 16.0 29.1 29.1
2. 16 16.0 29.1 58.2
3. 9 9.0 16.4 74.5
4, 2 2.0 3.6 78.2
9. 2 2.0 3.6 81.8

10. 1 1.0 1.8 83.6
13. 1 1.0 1.8 85.5
15. 1 1.0 1.8 87.3
18. 1 1.0 1.8 89.1
e9. 1 1.0 1.8 90.9
.20. 1 1.0 1.8 92.7
21.. 1 1.0 1.8 94.5
22. 1 1.0 1.8 96.4
23. 1 1.0 1.8 98.2
29.

0**
1

.45
1.0

45.0
1.8

Missing
100.0
100.0

Total 015 0'07 100.0

Forty-two percent of

company for less than one

in the same job for three

the respondents

year. Only 26%

years or longer.

have held their current job in the

of the surveyed employees:have been

TABLE 3: HOW USEFUL HAVE THE FOLLOWING BEEN FOR YOUR CURRENT JOB?

a. High school

Very
.Useful

Somewhat Not very
Useful Useful Useless

Does not
Apply N

education 43.9 42.9 5.1 5.1 3.1 98

b- Previous job
experience 34.4 28.1 11.5 7.3 18.8 96

c. Vocational edu-
cation or train-
ing since high
school 36.2 19.1 6.4 6.4 31.9 94

d: Academic or pro-
fessional educa-
tion since high
school 19.6 26.1 8.7 6.5 39.1 92 41 Ifr:

Most workers find their educaltionor previous job experience very useful/

somewhat useful for their current job.

As for Table 2B represent the 45 workers who have held_theivcurrent less than eyea-r:1
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TABLE 4: ARE YOU FAMILIAR WITH EXISTENCE OF A TUITION-AID PLAN WHERE YOU WORK?

1. Yes, very familiar
2. Yes, somewhat familiar
3. No, hot familiar

14.0%

45.0%
41.0%
(N=100)

Forty-one percent of the workers surveyed indicated that they were not

familiar with the tuition-aid plan. Although 59% had some degree of awareness

regarding the plan, only 14% considered themselves very familiar with the plan.

TABLE 5: IF YOU ANSWERED YES TO QUESTION 7, DO YOU KNOW WHO SPONSORS THE PROGRAM? *

1. Negotiated as part of
company/union contract

2. Company sponsored
3. Union sponsored

21.1%
78.9%
00.0%
(N=57)

About four out of five respondents knew that the plan-is a company-sponsored

progi.am. The remainder thought that the plan is negotiated between the company

and the union. No workers attributed the sponsorship of the plan to the union.

TABLE 6: IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION ABOUT YOUR TUITION -

AID PLAN OR ABOUT EDUCATION-AND TRAINING AVAILABLE TO YOU?

TrainingTuition-Aid Plan Education &

Yes 20.0%
No 80.0%

(N=95)

Yes 32.3%
No 67.7%

(N=96)

One in five respondents reported receiving information on the plan during

the six months prior to the survey. The percentage of workers rep6rting re-

ceiving information on available education and training during the same period

was somewhat higher; one in three workers indicated that they had received such

information.

* Only respondents who indicated familiarity with the tuition-aid plan were re-

quired to answer survey ques. 8 & 10-13. Responses to these ques. are shown in

Table 5 & 7-10. This accounts for "N" in these tab] es being a much smaller number

than the total survey population (100 workers). 6:6
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TABLE 7: ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION-AID PLAN?

1. Yes
2. No
3. Don't know

35.5%
6.6%

57.9%
(N=76)

A majority of the workers (57.9%) responding to this question did not know

whether they were eligible to take a course under the plan. Thirty-five and

one half percent (35.5%) felt that they were eligible to participate under the

plan.

TABLE 8: DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE UNDER YOUR TUITION-

AID PLAN?

1. Yes 39.9%

2. No 69.1%
(N =68)

More than two out.of three respondents (69.1%) indicated that they did not

know how to request approval for a course under the plan.

-----

TABLE-9: WHAT OFFICE(S) OR INDIVIDUAL(S) MUST GIVE FORMAL APPROVAL TO AN
APPLICATION FOR TUITION-AID BENEFITS?

Don't
Yes .No know N

a. Employee's immediate supervisor 52.4 14.3 33.3 63
b. Supervisor of education & training 25.9 22.4 51.7 58
c. Personnel department 33.3 20.0 46.7 60
d. Joint or union education committee 14.0. 35.1 50.9 57
e. The educational institution

offering the course 20.7 34.5 44.8 58
f. Other company or union represen-

tative 5.3 47.4 47.4 57



Over half df the respondents felt that the approval of the immediate super-

visor is necessary to take a course. Thirty three point three percent (33.3%)

felt that personnel deptrtment approval is needed. The large number of

"Don't know" responses indicates a lack of understanding on the part of the

employees, regarding application procedures.

TABLE 10: THERE ARE A LOf OF REASONS WHY PEOPLE MAY. NOT USE THEIR TUITION-AID
BENEFITS. DO ANY OF THE FOLLOWING ACT AS A PROBLEM FOR YOU?

Yes, No,
it is a problem it is not a problem N

a. Too much red tape in
applying for and getting
approval for education or
training 24.6

b. Education proghms I want
to take are not covered
under, the tuition-aid plan 12.5

c. Educational institutions I'
want to go to are not cover-
ed under the plan 17.5

d. I do not have adequate in-
formation about the tuition-
aid plan 65.6

e. Not enough of the costs are
covered under the plan 31.6

f. I am not able to pay in
advance, even though I, will
be reimbursed 41.7

g. I am not willing to pay in
advance 21.4

75.4 61

87.5 56

82.5 57

34.4 64

68.4 57

58.3 60

78.6 56

Lack of information was the single most commonly reported problem among

spondenti (65.6%). Other factors.also reported as significant are problems with

red tape in the application process (24.6%) and problems with financing education

(21.4%-41.7%:depending on the specific question). Inability to pay educational

expenses in advance was cited by 41.7% of the respondents as a problem.



PART B: PARTICIPATION IN EDUCATION AND TRAINING.

TABLE 11: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING PROGRAM IN
THE LAST TWO (2) YEARS?

Education Program Training Program

1. Yes 40.4% 1. Yes 26.4%
2. No 59.6% 2. No 73.6%

(N=94) (N=91)

Over 40% of the respondents said that they had participated in a voluntary

education program during the two years prior to the survey. Although reported

participation in voluntary training was lower, still 26.4% indicated that they

had participated in training activities within this time period.

TABLE 12:. HAVE YOU PARTICIPATED IN A VOLUNTARY, EDUCATION OR TRAINING PROGRAM
IN THE PAST SIX (6) MONTHS?

Education Program Training Program

1. Yes 41.8% 1. Yes 40.0%

2. No 58.2% 2. No 60.0%

(N=55) (N=50)

As noted from Table 12, over 41% of the respondents said that they had partici-

pated in a voluntary education program in.the six months prior to the survey. Par-

ticipation in voluntary training during this period was about the same at 40%.

TABLE 13: WHY DID YOU PARTICIPATE IN THLEDUCATION OR TRAINING PROGRAM?

Reason Yes No N

a. To get a degree, diploma, or
certificate 76.6 23.4 47

b. To upgrade skills for present job 52.0 48.0 50

c. For a different job 52.0 48.0 50

d. For career advancement 82.0 18.0 50

e. For better wages 68.0 32.0 '50

f. To prepare for retirement 24.5 75.5 49

g. For leisure time pursuits 27.1 72.9 48

h. For general knowledge 90.2 9.8 51

i. For parenting skills 28.6 71.4 49

,j. For religious pursuits 14.6 85.4 48-

k. To be a better union member 9.1 90.9 44 /



Respondents to this question indicated that they participated in voluntary

education or training to (in close order):

increase their general knowledge;
advance in their careers;
get a degree, diploma or certificate; and
qualify for higher wages

Reasons for participation cited least frequently were:

to be a better union member
for religious pursuits
to prepare for retirement
for leisure time pursuits

TABLE 14: PLEASE RANK YOUR REASONS FOR PARTICIPATING IN THE PROGRAMS BY PUTTING
THE LETTER OF THE REASON FROM QUESTION 16 IN THE SPACES BELOW.

1st 2nd 3rd
Choice Choice Choice

a. To get a degree, diploma or
31.7 16.7 17.9certificate

b. To upgrade skills for present job 12.2 9.5 7.7
c. For a different job 2.4 . 4.8 15.4
d. For career advancement 31.7 23.8 10.2
e. For better wages 4.9 1.9 25.6
f. To prepare for retirement 0.0 2.4 '0.0
g. For leisure time pursuits 4,9 4.8 0.0
h. For general knowledge 9.8 23.8 20.5
i. For parenting skills 0.0 2.4 0.0
J. For religious pursuits 2.4 0.0 2.5
k. To be a better union member 0.0 0.0 0.0
1. Other (please specify) 0.0 0.0 0.0

Reasons for participation most frequently indicated by respondents to this

questionnaire:

1st Choice - To get a degree, diploma or certificate and for career advance=

ment.

2nd Choice - For career advancement and for general knowledge.

3rd Choice - For better wages and for general knowledge

Reasons least frequently indicated overall were: to be a better union member,

to prepare for retirement, for parenting skills and for religious pursuits.



TABLE 15: IF YOU PARTICIPATED IN
INDICATE HOW SATISFIED

Satisfied

AN EDUCATION
YOU WERE

OR TRAINING PROGRAM, PLEASE
WITH THE INSTRUCTION YOU RECEIVED.

Not Very
Satisfied Satisfied Dissatisfied N

Very

a. Private voca-
tional/technical
or business
school 25.0 58.3 16.7 00.0 12

,,
b. Publiotvoca-

tional/technical
or business school 50.0 37.5 12.5 00.0 8

c. 4-year college/
university 36.4 45.5 18.2 00.0 11

d. Community college 36.7 66.0 3.3 00.0 30
e. Company/union run

schools or courses 25.0 65.0 10.0- 00.0 20
f. High school 17.2 72.4 -10.3 00.0 29
g. Registered appren-

ticeship 66.7 00.0 33.3 00.0 3

h. Correspondence
school 11.1 55.6 33.3 00.0 9

i. Community or social
organization such
as YMCA or church 45.5. 45.5 9.1 00.0 li

Respondents reported general satisfaction with most education and training

they had received. The most used sources of education and training were community

colleges (30 respondents), high school programs (29 respondents) and company/

union run schools or courses (20 respondents).

TABLE 16: PLEASE INDICATE WHICH OF THE FOLLOWING PAID FOR THE EDUCATION OR

TRAINING YOU RECEIVED.

Yes No N

a. You 76.6 23.4 47

b. Union 100.0 00.0 35

c...Company -- under tuition-aid plan 13.9 86.1 36

'd. Company -- hot under tuition-aid

. plan
e. Government (veteran's benefits,

federal loan/grant)

37.5

30.6

62.5

69.4

40

36



For those
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workers responding, the most common sources of financial assis-

tance for education and training were reported to be the worker and the union.

The least commoi source reportedly was the company, under the tuition-aid plan.
;

TABLE 17: IF YqU PARTICIPATED UNDER YOUR TUITION-AID PLAN, APPROXIMATELY HOW
LONG ID IT TAKE YOU TO RECEIVE APPROVAL. TO TAKE THE EDUCATION OR

TRAINING?

a. Less than one (1) week.
b. 1 week
c. 2 weeks
d. 3 weeks
e. 4 or more weeks

8.3%
25.0%
41.7%
8.3%

16.7%

(N=12)

For most wor ers who participated under the tuition-aid plan, it took two

or less weeks to eceive approval to take the education or training.

352



PART C: EDUCATIONAL OPPORTUNITIES.

TABLE 18: PLEASE INDICATE THE IMPORTANCE TO YOU PERSONALLY OF EACH OF THE FOLLOWING
POSSIBLE USES OF FURTHER EDUCATION AND TRAINING

,..

To complete an educatiorial program
for a diploma, certificate, or
degree

b. To meet new people ,

c. To become a more well-rounded
person

d. For social skills
e. To improve job performance
f. To learn skills or hobbies
g. To be a better union member
h. To improve my ability to read, write,

speak, and do math
i. To be,a better parent
j. To get a promotion
k. To improve family life
1. To prepare for another job or career
m. To better understand community issues
n. To learn more (knowledge for the sake

of knowledge)
o. To become a better worker
p. To prepare for retirement

The four most important uses of further education and training reported were:

to learn more (knowledge for the sake of knowledge) become a better worker,

Not
Important Important N

'21.3 78.7 94
46.3 53.7 95

14.6 85.4 96
32.6 67.4 95
13.5 86.5 96
50.5 49.5 97

81.9 18.1 94

21.9 78.1 96
41.5 58.5 94
21.3 78.7 94

26.0 74.0 96
18.6 81.4 97

32.3 67.7 ,96

9.2 90.8 98
12.4 87.6 97

36.8 63.2, 95

to improve job °performance, and to beco more well-rounded person.
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TABLE 19: WHICH OF THE FOLLOWING EDUCATIONAL PROGRAMS ARE AVAILABLE IN YOUR
LOCAL AREA?

a. Private, vocational technical
or business schools

b.Public vocational, technical or
business schools

c. 4-year college/university
d. Community,college
e. High school
f. Company-run schools or courses
g. Union-run schools or courses
h. On-the-job training
i. Correspondence school

j. Community or social organization
such as YMCA or church,

Available
Yes ---E---Ton't know N

68.0 00.0 32.0 97

74.5 2.0 2..i.5' 98
81.4 6.2 12.4 97
86.9 00.0 13.1 99
88.7 2.1 -9.3 97
49.5 11.3 39.2 97 .

9.3 24.7 66.0 97
70.1 7.2 22.7 97
50.1 5.1 44.4 99

69.4 8.2 22.4 U
Respondents reported the most widely available education programs to°be:

high schools, connunity colleges,-and four-year colleges and-universities. Those

reported to be least available were union and company-run schools or courses. Respon-

dents reported that they did not know about the availability of: Courses, correspon-

dence schools, and private, vocational technical or business schools.

TABLE 20: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR EDUCATIONALPROGRAMS?

a. Private vocational, technical
or busineis schools

b. Public vocational, technical or
business schools

c. 4- year college /university
d. Community college
e. High school
f. Company-run schools or courses
g. Union-run schools or courses
h. On-the-job training
i. Correspondence school
j. Community or social organization

such as YMCA or church

Yes
Preference

No

35.8 64.2 95

61.7 38.3 94
69.1 30.9 94
81.1 18.9 95
48.4 51.6 93
78.5 21.5 93

42.9 57.1 91

90.3 9.7 93
44.4 55.6 90

45.7 54.3 92
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The preferred educational programs identified by respondents were: on-the-

job training, community colleges, and company-run schools or courses. The least

preferred programswere private vocational, technical or t,siness schools, union-

run schools or courses, and correspondence schools.

TABLE 21: IN WHICH OF THE FOLLOWING PLACES ARE EDUCATIONAL PROGRAMS CURRENTLY
AVAILABLE?

Available
Yes No Don't know N

a. Work site 34.4 25.0 40.6 96
b. Union hall 7.2 '15.5 77.3 97
c. Education institution 69.4 3.1 27.6 98
d. Community organization (YMCA,

church, etc.) ' 46.9 2.1 51.0 96
e. Library 34.4 5.2 60.4 96
f. At my place of residence 22.3 56.4 21.3 94

The two places most frequently cited as providing educational programs were
,.

education institutions and community organizations. Those least frequently cited

were CA union hall and the employee's home. Respondents most frequently reported

that they did not know about the availability of the union hall and libraries.

TABLE 22: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR THE LOCATION OF EDUCA-
TIONAL PROGRAMS?

a. Work site
b. Union hall
c. Education institution
d. Community organization (YMCA,

church, etc.)
e. Library
f. At my place of residence

Preference
Yes---------YE N

72.6 27.4 95
14.1 85.9 92
85.9 14.1 99

/

48.9 51.1 92

62.4 37.6 93

46.7 53.3 92
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Education institutions and the work site are the two most preferred loca-

tions for educational programs. The union hall and the worker's home were the

least preferred.

TABLE 23: WHICH METHODS OF LEARNING ARE CURRENTLY AVAILABLE?

Available
Yes No Don't know N

a. Lectures or classes 60.2 7.1 32.7 98
b. Workshops or conferences 52.0 8.2 39.8 98
c. Correspondence courses 56.1 6.1 37.8 98
d. Television or video cassettes 62.9 11.3 25.8 97
e. Radio, records, or audio cas-

settes 44.3 13.4 42.3 97

f. Informal discussion groups 43.9 14.3 41.8 98

g. Private individual instruction 37.2 14.4 48.5 97
h. On-the-job training 77.8 6.1 16.2 99

i. Computer-assisted instruction, 18.6 14.4 67.0 97
j. On my own 79.4 10.2 10.3 97

Learning on their own, on-the-job training, and TV and video cassettes were

reported to be the three most available methods of learning. The least available

methods were reported to be computer assisted instruction, private individual

instruction, and informal discussion groups.

TABLE 24: AVAILABLE OR NOT WHAT IS YOUR PREFERENCE FOR METHODS OF LEARNING?

a. Lectures or classes
b. Workshops or conferences
c. Correspondence courses
d. Television or video cassettes
e. Radio, records;-or audio cas-

settes
f. Informal discussion groups
g. Private individual instruction
h. On-the-jo6 training
i. Computer-assisted instruction
j. On my own

Preference
NYes No

81.6 18.4 98
/777 15.3 9C
T§76 60.4 96
56.7 43.3 97

45.3 54.7 95

75.5 24.5 98-
66.0 34.0 97

97.0 3.0 99
0 60.0 95

74.2 25.8 97
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On-the-job training, followed by workshops or conferences, followed by

lectures or classes were reported to be the preferred methods of learning for

more than 80% of the workers. Those least preferred were correspondence courses,

computer assisted instruction and radio, records or audio cassettes.

TABLE 25: IF YOU WERE TO PARTICIPATE IN AN EDUCATION' OR TRAINING PROGRAM, IS
THERE A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFER TO LEARN?

a. Fellow workers
b. Supervisory or company admini-

strative personnel
c. Family members
d. Anyone interested in the program
e. No preference

Yes NO Response N

59.0 41.0 100.

37.0
26.0
74.0
25.0

63.0
74.0
26.0
75.0

100
100
100
100

About 3/4 of the workers indicated that they are willing to participate in

an education or training program with anyone interested in the program.

TABLE 26: IS THERE ANY AGE GROUP YOU WOULD PREFER TO BE IN THE PROGRAM WITH YOU?

Yes No Response N

a. People who are my own age 29.0 71.0 100
b. People who are younger than I am 10.0 90.0 100
c. People who are older than I am
d. Any age group age does not

matter.

15.0

82.0

85.0

18.0

100

100

The vast majority (82%) of workers indicated that age was unimportant in their

preferences for felloii learners.
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PARTS: INFORMATION AND ADVICE

TABL2 27: HOW OW YOU RECEIVE INFORMATION 1N THE LAST SIX MONTHS ABOUT YOUR
TUITION-AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE TO YOU.?

Methods

a. Employee handbook
/ b. Handouts to employees
c. Mailings to home
d. Bulletin board notices
e. In company newspapers or

newsletters
f. In union newspaper
g. At union meetings
h. At company meetings
i. From counselor or adviser
j. From co-workers
k. From supervisors
1. From union representatives
m. Education catalogues or notices

Tuition-
aid Plan

Education
& Training

23.0 22.0
9.0 16.0
10.0 21.0
17.0 14.0

20.0 25.0
3.0 6.0
1.0 2.0
4.0 4.0
6.0 5.0

22.0 20.0
25.0 23.0
2.0 2.0

14.0 12.0

The sources of information most commonly cited by respondents were super-

/
visors, the employee handbook, co-workers and company newspaper or newsletters.

The least frequently cited information sources were union representatives,

union meetings or the union newspaper, company meetings, and counselors/advisori.

Relative to both the TA plan and education and traiLing, a maximum of

25 employees (one quarter the total number surveyed) reported receiving infor-

mation through any one source.
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OF THE METHODS LISTED BELOW, PLEASE INDICATE THE THREE METHODS

Methods

THAT YOU FIND MOST HELPFUL.

a. Employee handbook
b. Handouts to employees
c. Mailings to home

d. Bulletin board notices
e. In company ,,Nspapers or

rQwsletters
f. In union newspaper
g. It union meetings
h. At company meetings
i. Frail, counselor or adviser

j. From co workers
k. From sui,drvisors
1. From union representatives
m. Education catalogues or

notices

1st
Choice

2nd
'Choice

3rd
Choice Totals

19.7 7.2 11.3 38.2

2.8 4.3 6.4 13.5

25.4 20.3 1.6 47.3

1.4 14.5 9.7 25.6

11.3 14.5 14.5 40.3

0.0 1.5 6.4 7.9

0.0 1.5 1.6 3.1

1.4 4.3 4.8 10.5,

5.6 4.3 1.6 11.5

4.2 7.2 9.7 21.1

21.1 16.0 11.3 48.4

0.0 0.0 1.6 1.6

7.0 4.3 19.4 30.7

(N=71) (N;69) (N =62)

Of the choices offered, mailings to home was the only method identified by

a majority of respondents as being helpful. It was followed by supervisors and

company newspapers or newsletters. The methods least frequently identified as

helpful were union representatives, union meetings and the union newspaper.

TABLE 29: IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR TUITION-AID
PLAN, FROM WHOM WOULD YOU LIKE TO GET IT?

Yes
No &
No Response N

1. Co-worers 12.1 87.0 100
2. Slpervisor 69.7 30.3 100
3. Union rep '-esentative 12.1 87.9 100
4. Company representative 47.5 52.5 100

Respundents most frequently cited supervisors (69.7%) and company represen-

tatives (47.5%) as preferred sources of informatiJn on tuition-aid. Co-workers

and union representatives were -ach less frequently identifiec, as preferred

sources (12.1% each).
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IABLE 30: IS THERE A DESIGNATED INDIVIDUAL IN YOUR COMPANY OR UNION WHO CANPROVIDE ADVICE OR INFORMATION ABOUT EDUCATION AND CAREERS? *

Company
Union

1. Yes 31.6% 1. Yes 13.7%2. No 5.1% 2. No 7.4%3. Don't know 63.3% 3. Don't know 78.9%
(N=98)

(N=95)

About one-third of the respondents indicated, that there is a designated

person in the company who can provide advice/information on education and careers.

_ About one out of seven respondents reported that their union has designated such

an individual.' A majority of the respondents do not know whether there are com-

pany or union representatives who are designated to provide this type of assis-

tance.

TABLE 31: IN THE PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU
WITH YOUR EDUCATION OR CAREER PLANNING?

1. Yes 31.4%
2. No 68.6%

(N=27)

A majority of the workers responding to this question indicated that they

had not seen this individual in the two years prior to the survey.

TABLE 32: IN THE LAST SIX MONTHS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU
WITH YOUR EDUCATION OR CAREER PLANNING?

1. Yes 37.0%
2. No 63.0%

(N=27)

Of the 27 respondents to this question, slightly more than one-third had

consulted this individual for help in education or career planning within the

six months prior to the survey.

*Only respondents who indicated knowledge of such a designated individual in Table 30
and consultation of that individual in Table 31 were requested to answer survey
questions 35 & 36.. Responses to these questions are shown in Tables 31-33. This
accounts for "N" in these tables being a much smaller number than the total surveyed
population (100 workers).

30,0
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TABLE 33: IF YOU HAVE SEEN A COUNSELOR OR ADVISOR, WAS IT USEFUL OR HELPFUL?

1. Yes, very useful
2. Somewhat useful
3. No, not useful

20.0%
33.3%
46.7%
(N =15),

Of the fifteen respondents who indicated that they had seen a counselor or

advisor, eight reported the meeting as "somewhat" or "very"useful. Seven found

the meeting n("; to be useful.

TABLE 34: IF INDIVIDUALS WERE AVAILABLE TO TALK TO YOU ABOUT YOUR EDUCATIONAL
OR CAREER PLANS, WOULD YOU GO TO TALK TO THEM?

1. Yes, definitely 68.4%

2. Maybe 28.6%

3. No 0 3.1%
(N=98)
,)

A majority (68.4%) of the respondents indicated that they would consult with

counselors/advisors if they were available, regarding education or career plans.
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PART E: INCENTIVES

TABLE 35: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO SEEK ADDITIONAL EDUCATION
OR TRAINING?

1. Yes 57.6%
2. No 22.2%
3. Don't know 20.2%

(N=99)

A majority (57.6%) of the respondents felt that the company does encourage

employees to seek additional education or training. About one worker in five

,felt that the company does not so encourage its employees, and another one in

five doesn't know.

TABLE 36: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO USE TUITION-AID BENEFITS?

1. Yes 25.3%
2. No 25.3%
3. Don't know 49.4%

(N=99)

About one in four employees surveyed felt that the company encourages employees

to use tuition-aid. An equal number (one in four) felt that the company does not

encourage employees to use the benefit. Nearly half of the employees surveyed

didn't know whether the company encourages the use of the benefit.

TABLE 37: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO SEEK ADDITIONAL EDUCATION
OR TRAINING?

1. Yes 14.1%
2. No 19.2%
3. Don't know 66.7%

(N=99)

About one in seven surveyed workers felt that the union encourages members

to seek additional education or training. One in five did not. Two-thirds of

the respondents didn't know.
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TABLE 38: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO USE TUITION-AID BENEFITS?

1. Yes 6.1%
2. No 17.2%
3. Don't know 76.8%

(N-99)

Six point one percent (6.1%) of the workers surveyed felt that the union en-

courages its members to use tuition-aid. Over three-fourths cf the respondents

didn't know.

TABLE 39: HAVE ANY OF THE FOLLOWING PEOPLE ENCOURAGED YOU TO USE TUITION-AID
BENEFITS OR TO SEEK ADDITIONAL EDUCATION OR TRAINING?

Tuition-Aid Benefit Education or Training

Yes No N Yes No N

a. Supervisor
b. Fellow workers
c. Shop stewards)
d. Union leaders
e. Friends outside of

of work

23.7 %._76.3% 93 34.4% 65.6% 93
21.1% 78.9% 95 27.2% 72.E% 92
1.1% 98.9% 87 3.6% 96.4% 84
7.6% 92.4% 92 8.0% 92.0% 87

29.7% 70.3% 91 46.7% 53.3% 90

Fewer than one in three workers reported receiving encouragement from, any

source to use tuition-aid. Of those who did receive encouro friends

outside of work followed by supervisors and fellow workers wc.se ti most fre-

quently mentioned sources. Shop stewards and union leads wem V least

frequently mentioned. Regarding education and training g,llyrally, a higher

_proportion of the workers reported receiving some encouragy201;,. ,milarly,

friends outside of work, supervisors and fellow workers wet most frequently

cited sources of encouragement.
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TABLE 40: 00 YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE ADDITIONAL
EDOCATIOk OR TRAINING OR iu uSE TUITMN-AID BENEFiisr

Incentive

a. Letter of commendation
b. Special events held honoring

students
c. Financial bonus
d. Consideration in career develop-

ment reviews
e. Wage increase
f. Publicity for participating
g. Additional job responsibilities
h. Promotion or new job

Yes No

17.9%82.1%

49.5% 50.51 95
89.6% 10.4" 96

93.8% 6.e4 97
90.8% 98
39.4% 69,t'; 9;

81.9% 18.11 94
97.9% 2 "4 95

Respondents to this question indicated that the above in;:ntiVes (with the

exception of "publicity for participation" and "special events honoring students")

could encourage employees to take additional education Or training or to usz

tuition-aid benefits.
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PART F: FACTORS AFFECTING PARTICIPATION

TABLE 41: THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE FURTHER EDUCATION
OR TRAINING. DO ANY OF THE FOLLOWING ACT AS A PROBLEM FOR YOU?

a. Education & Training No,Yes,
Programs it is a problem it is not a problem N

The education or training pro-
grams I want to take are not
offered 15.5
Scheduling of education offer-
ings are not convenient for me 34.0
Programs are held far from me 24.7
I do not have transportation to
get to programs 4.1
Programs held in the evening are
unsafe for me to go to 18.6

b. Information & Advice

I don't have adequate infor-
mation about courses that are
available 61.2
I do not have adequate informa-
tion about what education in-
stitutions are available 55.6

84.5 97

66.0 97
75.3 97

95.9 98

81.4 97

38.8 98

44.4 99
I do not have adequate advice or
counselin§ about available courses
and whether I am qualified to
take them
I do not have adequate advice or
counseling about available edu-
cational institutions
I do not have adequate advice
or counseling about my career
opportunities

c. Personal & Family

I don't want to take courses on
my own time
I cannot afford child care or
make arrangements for child care
I don't think I could pass the
course
I don't have enough free time
because of family responsibili-
ties
My work is too hard and I am too
tired to take courses

,,

71.7 28.3 49
/

64.6 35.4 99

66.7 33.3 99

27.1 72.9 96

8.2 91.8 97

19.0 y1.0 100

6.1 /93.9 99

6.0 // 94.b 100
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My work schedule can not be
rearranged to take time Off to

Yes, No,
it is a problem it-is not a problem .N

attend an educational program 23.2 76.8 95

Educational programs would take
too long for me to complete 13.1 86.9 99

My spouse (wife or husband)
doesn't want me to 2.1 97.9 97

My children don't want me to 1.1 98.9 94

d. General

I don't think I would get promoted
or get a better job even'if I took
some education 25.5 74.5 98

Favoritism in who gets approval .29.9 70.1 97

If I take a course, my company
may think I lack a skill 3.1 96.9 98

Overall, factors reliting to information and advice were the most serious

problems identified by the workers affecting their decisions about whether or not to

participate in education or training. The second most important group of factors, and

though much less prominent, pertained to the education and training programs avail-

able to employees.

A majority of workers indicated as problems (in rank order) inadequate counsel-

ing about available courses, inadequate counseling about career opportunities, inade-

quate counseling about available educational institutions, inadequate information about

available courses, and inadequate information about educational institutions.

The next most frequently cited problem was the convenient scheduling of

education offerings which was cited-brabout one in three respondents. "Favori-

tism in who gets approved" was mentioned as a problem by about 30% of the workers

responding. Of the family and personal factors only one posed a problem for more

than one in four respondents and that was inadequate free time because of family

responsibilities.
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TABLE 42: DO YOU PERSONALLY WANT TO TAKE ANY FURTHFP EDUCATION OR TRAINTNA?

1. Yes, definitely 54.0%
2. Yes,-probably 42.0%
3. No 4.0%

(N=96)

A majority of the respondents indicated a definite desire to pursue educa-

tion or training. Four percent indicated that they do not want further educa-

tion or training.

TABLE 43: DO YOU PERSONALLY THINK THAT YOU NEED MORE EDUCATION OR TRAINING:

1. Yes, definitely 54.0%
2. Yes, probably 0.0%
3. No 6.0%

( =94)

A majority of the respondents indicated a definite need o their part for

further education and training Six percent indicated that they do not feel this

need.

TABLE 44: DU YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN THE NEXT TWO
(2) YEARS?

1. Yes, definitely. 39.8%
2. Yes, probably 39.8%
3. No 20.4%

(N=98)

Approximately 40% of the respondents indicated that they definitely intend

to continue their education or training in the two years after the survey. An

additional 40% indicated that they probably would. About one in five said that

they did not intend to do so.
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TABLE 45: DO YOU THINK YOU WILL USE YOUR TUITION-AID BENEFITS IN THE NEXT
TWO (2) YEARS?

1. Yes, definitely 27.7%
2. Yes, probably 29.8%
3. No 42.6%

(N.94)

About one in four respondents anticipated definitely using tuition-aid

durijig the two years after the survey. An additional 30% indicated that they

will likely make use of the benefits. Approximately 43% of the respondents did

not intend to take advantage of tuition-aid during that time period.
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PART G: BACKGROUND INFORMATION

TABLE 46: WHAT IS YOUR SEX?

1. Male
2. female

TABLE 47: HOW OLD ARE YOU?

45.5%
54.5%
(N=99)

1. Under 25 34.1%
2. 25-34 38.4%
3. 35-44 13.1%
4. 45-54 8.1%
5. 55 and over 6.1%

(N=99)

About three-fourths of the workers surveyed were less than 35 years old.

TABLE 48: WHAT IS YOUR RACIAL BACKGROUND?

1. Black
2. White
3. American Indian/

Alaskan Native
4. Asian or

Pacific Islander

14.3%
81.3%

2.2%

2.2%
(N=91)

TABLE 49: IS YOUR ETHNIC HERITAGE HISPANIC?

1. Yes 26.1%
2. No 73.9%

(N=88)

About 26% of the workers surveyed were of Hispanic ethnic heritage.



-28-

TABLE 50: WHAT IS YOUR CURRENT MARITAL STATUS?

1. Single, never married 21.4%
2. Married (not separate°) 61.2%
3. Married-(separated) 4.1%
4. Widowed 1.0%
5. Divorced 12.2%

(N=98)

The majority of respondents were married. One in five was single. One in

eight was divorced. About one in 25 was separated.

TABLE 51: HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU?

# of Dependents Children Others

0

1

2

3

5+

'14
16
18

3

1

(24.6%
(28.1%
(31.6%
( 5.3%)
(

( 18 .8%)

16
11

1

0

0

57.1%)
39.3%
3.6%
00.0%

(

(00.0%)

TABLE 52: IN WHAT YEAR WAS YOUR LAST CHILD BORN?

Relative Adjusted Cum
Absolute freq freq freq

Year freq ( %) (%)

1905. 1 1.0 1.8 1.8
1908. 1 1,0 1.8 3.5
1944. 1 1.3 1.8 5.3
1946. 1 1.0 1.8 7..O
1947. 1 1.0 1.8 8.8
1951. 1 1.0 1.8 10.5
1952. 1 1.0 1.8 12.3
1954. 1 1.0 1.8 14.0
1957. 1 1.0 1.8 15.8
1960. 2 2.0 3.5 19.3
1962. 4 4.0 7.0 26.3
1964. 1 1.0 1.8 28.1
1965. 1 1.0 1.8 29.8
1967. 4 -4.0 7.0 36.8
1968. 4 4.0 7.0 43.9
1969. 2 2.0 3.5 47.4
1970. 3 3.0 5.3 52.6
1971. 8 8.0 14.0 66.7
1973. 4 4.0 7.0 73.7
1974. 2 2.0 3.5 77.2
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Relative Adjusted Cum

Absolute freq freq freq

Year 1119 ( %) ( %) iEL._.

1975. 5 5.0 8.8 86.0

1976. 1 1.0 1.8 87.7

1977. 2 2.0 3.5 91.2

1978. 2 2.0 3.5 94.7

1979. 3 3.0 5.3 100.0

Of the respondents with children, one half had children under ten at the

time of the survey.

TABLE 53: WHAT IS THE HIGHEST LEVEL OF EDUCATION YOU HAVE ATTAINED?

a. Some high school or less
b. High school diploma or GED
c. Some college, but no associate

or bachelor's degree
d. Associate degree
e. Bachelor's degree or higher

7.1%

29.3%

46.5%
14.1%
3.0%

(N =99)

A majority of the respondents had more than a high school or GED education.

Nearly half reported some college, without a degree. Percentages of respondents

with less than a high school diploma and a bachelcrs' degree or higher were

small, 7.1% and 3% respectively.

TABLE 54: IN WHAT YEAR DID YOU ATTAIN YOUR HIGHEST LEVEL OF EDUCATION?

Relative Adjusted Cum

Absolute freq -e-ireq

ill:Year IE29.__ AIL ( %)

1.0 1.0

2.1 3.1

1.0 4.1

.3.1 7.2

2.1 9.3

1.0 10.3
1.0 11.3

1.0 12.4

1.0 13.4
1.0 14.4
1.0 15.5
3.1 18.6

1937. 1 1.0

1940. 2 2.0

1941. 1 1.0

1942. 3 3.0

1946. 2 2.0

1947. 1 1.0

1948. 1 1.0

1950. 1 1.0

1954. 1 1.0

1J55. 1 1.0

1959. 1 1.0

1961. 3 3.0
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Year
Absolute

freq

Relative
Teq
(%)

Adjusted
freq
( %)

Cum
freq
(%)

1962. 1 1.0 1.0 19.6
1963. 3 3.0 3.1 22.7
1964. 1 1.0 1.0 21.7
1966. 1 1.0 1.0 24.7
1967. 2 2.0 2.1 26.8
1969. 2 2.0 2.1 28.9
1970. 7 7.0 7.2 36.1
1971. 4 4.0 4.1 40.2
1972. 6 6.0 6.2 46.4
1973. 5 5.0 5.2 51.5
1974. 4 4.0, 4.1 55.7
1975. 6 6.0 6.2 61.9
1976. 7 7.0' 7.2 69.1
1977. 13 13.0 13.4 82.5
1978. 8 8.0 8.2 90.7
1979. 9 9.0 9.3 100.0

Over half of the respondents: attained their highest level of education

Within the past seven years (since 1974), and three fourths did so within the

past twelve years (since 1967).

TABLE 55: DO YOU HAVE A ONE-YEAR CERTIFICATE, TRADE LICENSE, PROFESSIONAL
LICENSE, OR JOURNEYMAN'S CERTIFICATE?

1. Yes 19.0%
2. No 81.0%

(N=99)

About one in five respondents had a one-year certificate, 'trade license,

professional 'license, or journeyman's rPrtifirata.

TABLE 56: WHICH OF THE FOLLOWING BEST DESCRIBES THE LOCATION OF THE PLACE
WHERE YOU LIVE?

a. Rural or farm community
b. Small town or village

(less than 50,000 people
c. Medium-sized city or its suburbs

(50,000-25,000 people)
d. Fairly large city or its suburbs

(250,000-500,000 people)
e. Very large city or its suburbs

(over 500,000 people)

)

7.2%
12.4%

59.8%

18.6%

2.1%

(N=97)
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A majority of the respondents lived in a medium sized city or its suburbs

(25,000-50,000 people).

TABLE 57: WHAT SHIFT DO YOU USUALLY WORK?

1. Day 95.9%
2. Evening 1.0%
3. Night 1.0%
4. Split 2.1%

Almost all of the respondents worked a day shift.. Only about 4% worked at

other times.

TABLE 58: ON THE AVERAGE, HOW MANY HOURS PER WEEK DO fOU WORK ON THIS JOB?

1. 01-19 hours 3.0%
2. 20-29 hours 0.0%
3. 30-39 hours 4.0%
4. 40-49 hours 89.9%
5. 50-59 hours 1.0%

6. 60+ hours 2.0%
(N=97)

About 90% of the respondents worked a 40-49 hour week on the Job they held

at the time of the survey. Only seven percent worked fewer hours and three

percent worked 50 hours or longer.

TABLE 59: WHAT IS YOUR PAY CATEGORY?

1. Hourly 98.0%
2. Salaried, but paid for overtime 2.0%
3. Salaried, not paid for overtime 0.0 %.

(N=99)

Ninety-eight percent of the respondents were-hourly workers.
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TABLE 60: WHAT WAS.

1.

YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE TAXES

13.3%

DURING 1978?

Less than $7,499
2. $7,500 - $9,999 23.5%
3. $10,000 - $12,499 20.4%
4. $12,500 - $14,999 9.2%
5. $15,000 - $17,499 15.3%
6. $17,500 - $19,999 6.1%
7. $20,000 - $22,499 4.1%
8. $22,500 or more_ 8.2%

About one-third (33.7%) of the respondents reported an annual income of $15,000 of

more. Sightly more than one-third (36.8%) of the respondents reported incomes

less than $10,000.
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MODEL I (California)



PeN.RT A: GENERAL INFORMATION

Table 1: How lost have ot)een employed in this company on
a continuous asts.

Less than 1 Year 87.

1-5 Years 457.
6-10 Years 187.
11-15 Years 17%
16-20 Years 37.

21-25 Years 57.

More than 25 Years 37

Table 2: How lon
In t Is

have ou held
company

N 98

our current job or position

26%-Less than 1 Year
1-5 Years. 57%.
6-10 Years .5%
11-15 Years 7%
16-20 Years 17.

21-25 Years 4%
Lore than 25 Years 07.

N a 101

Table 3: Bow useful have the following been for your current

Very SomeT hat
Useful Useful

Not Very
Useful Useless

Does Not N
ripply

High school 49.5 35.4
education

7.1 P.0 6.1

Previous job 39.8 %

experience.
15,3 5.1 17.3

Vocational 27.7 24.5
education or
training since
high school

9.6 3.2 35.1

Academic or 22.0 -23.1 .

professional
education since
high school

18.7 3.3 33,0

Most workers find their education or previous job expenter-,Ic

very useful/somewhat useful for their

e3yr..;
* %.

current job.

99

98

:4
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Table 4: Are yc , familiar with the 'exi's't'ence -of a tuition aid pia-,
where you work?

T
1

T,

1. Yes, very familiar 14.0 23.0
2. Yes, somewhat

familiar 45.0 61.0
3. No, not familiar 41.0 16.0

(N=1A') (N=100)

Only 167 of the workers surveyed ; : T2 as opposed to 41.0%
at T1, indicated that they were not familiar with the tuition
aid plan. 14% of the workers at T1 and 23% at T2 considered them-
selves very familiar with the plan.

Table 5: If you answered yes to question 7, do you know who
sponsors the program?

1. Negotiated as part of company/union contract 23.7
2. Corpany sponsored 71.1
3. Union sponsored 5.3

(N=76)

About 71% of the workers knew that the plan was a company-
sponsored program. About 247 thought that the plui is negotiated
between the company and the union. About 5% attribu+Led the sponsor-
ship of the plan to the union.

Table 6: In the last six months have you receiver information
about your tuition aid plan or about e,lucation aaa--
training available to you?

Tuition-Aid Plan Education & Try ping

T
1

T
2

T
1

T
2

Yes 20.0 72.5 Yes 32.Z 52.3
No 80.0 27.5 No 67.7 4..7

(N=95) (N=91) N=96) (N=86)

20% of the respondents at T1 and 72.5% at T2,re,orted
receiving information on the tuition aid plan during the months
prior to the survey - -a significant change between T1 and T2. The
percentage of workers who reported receiving informatina on
available education and training dUring the six month: prior
to the survey jumped from 32.3% at Ti to 52.3% at T2--also a
significant jump.
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I Table 7: Are ou eligible to take a course under your tuition
ai p an.

T1 T2

-3-

I

Ylts , 35.5 .i 52.2

No .., 6.6 5.6.
Don't Know 57.9 '42.2

(N=76) (N=90)

While the majo*.ity,61 the workers responding to this

question at TI diddot know whether they were eligible to take
a course under the plan, the corresponding:percentage was only

A2.2 at T9. About 36% of the workers at T1 and 52% at T2 indica-

ted that they were eligible to participate? under the plan.

Table 8: :Do vou know how to request approval to take a course
unaer your tuition aid plan?

Ti T2

Yes 39.9 "45.71
No 69.1 54.3

(N=68) (N=92)

The majority of respondents both. i Tl.and T2

that they did not know how to request a proval for
the plan.. The percent of those who indicated that
hOwto request approval, increased from /39.9 at.T1

T2.

indicated
a course under
they know
to 45.790 at

Table What office(s) or individual(s)vmust give formal .

approval to an application for tuition aidlbenefits?

Don't
No KnowYes

Employee's immediate supervisor 36.6

Supervisor of education & training 27.4

Personnel department ,38.0

Joint or union education committee I 9.6

The educational institution offering 120.5

the course

Other company or union represen- I 5.4

tative

23.2 40.2 82

17:8 54.8 73

13.9 48.1 79

34.3 56.2 73

23.3 56.2 73

37.8 56.8 74



AbOut 37% of the respon/dents felt that the approldal of
the immediate supervisor is necessary to take a course, 38%
indicated that the approvalof the personnel departrr-nt was
needed. The large perce

1;

Cage of "don't know" responses indicates
a lack of understanding n the part of the employees r..garding
application procedures.

Table 10: There are a o of reasons why people may no:- use
their tuition aid benefits. Do any of Fli-1,11-aang
act as a problem for you?

7

/ Yes, No,
it is a problem it is not a problem

Too much red tape/in T1
T. 2

.
T1 T

2
applying for and getting

_
approval for education or 24.6 22.1 75.4 77.9
training

Education programs I want
to take are not covered
under the tuition aid 12.5 24.4 87.5 75.6
plan

Educational institutions
I want to go to are not 17.5 14.6
covered under the plan

I do not have adequate
information about the 65.6 41.9
tuition aid plan

eno-lh of the costs
are covered under the 31.6 27.5
plan

I am not able to pay in
advance, even though I 41.7 32.6
will be reimbursed

T am not willing to pay
in advance

82.5 85.4

34.4 58.1

68.4 71.3

58.3 67.4

21.4 18.P 78.6 ,J1.2

At T1, lack of information was the single factor the
majority of the employees reported as a problem. Although the
percentage dropped from 65.6% at Tl to 41.9% at T2, the problem
of lack of information seems to constitute the major problem
at T9. All of the other problems, except coverage of educational. progrpms

are lower at T2 than at T1.

I'



Table 11: Have you participated in a voluntary education or
training program in the last two years?

Education Program
Ti T2

Yes 40.4 36.4
No 59.6 63.6

(N=94) (N=99)

Training Program
T,

Yes 26.4 28.7
No 73.6 71.3

(N=91) (N=94)

Over 40% of the respondents at T1 and over 36% at T2 said
that they had participated in a voluntary education program
during the two years prior to the survey. Although reported
participation in voluntary training was lower, still 26.47 at
it and 28.7% at 11,, indicated that they had participated in
training activitigs during the two years' period.

Table 12: Have you participated in fi voluntary education or
training program in the past six months?

Education Program Training Program

Yes 29.1 Yes 24.0
No 70.9 No 76.0

(N..55) (N=50)

Over 29% of the respondents said that they had participated'
in a voluntary education program in the six months prior t:;

the survey. Participation in voluntary training during the same
period was reported to be 24.0%.

Table 13: Why did you participate in the education or training
program?

Yes No N

a. To get a degree, diploma or
certificate

65.9 34.1 44

b. To upgrade skills for present job 55.8 44.2 43

c. For a different job 59.5 40.5 42

d. For career advancement 71.1 28.9 45

e. For better wages 46.7 53.3 45

To prepare for retirement 12.2 87.8 41

t,. For leisure time pursuits 38.1 61.9 42

h. For general knowledge 88.6 11.4 44

4. For parenting skills 19.5 80.5 41

j. For religious pursuits 2.4 97.6 41

k. To be a better union member 4.9 95.1 41



Respondents to this question indicated that they had parti-
cipated.in yoluntary education or training programs (first 6
reasons in decreasing order):

1. For general knowledge
2. For career advancement
3. To get a degree, diploma, or certificate
4. For a different job
5. To upgrade skills for present job
6. .For ;;better wages

Table 14: Please rank your reasons for participating in these
programs by rutting the letter of the reason from
question 16 in the spaces below.

1st
Choice

2nd
Choice

3rd
Choice

a. To get a degree,
diploma, or certifi-
cate

26.2 16.7 17.5

b. To upgrade skills for
present job

14.3 4.8 7.5

c. For a different job 7.1 9.4 10.0

d. For career advance-
ment

26.2 21.4 17.5

e. For better wages 2.4 14.3 15.0

f. To prepare for retire-
ment

0.0 0.0 _2.5

g. For leisure time
pursuits

7.1 4.8 10.0

h. Eor general knowledge 14.3 23.8 15.0

i. For parenting skills 2.4 2.4 5.0

j. For religious pursuits 0.0 2.4 0.0

k. To be a better union
member

0.0 0.0 0.0

Reasons for participation most frequently indicated by
respondents to this questionnaire were:

3,4



,

1st Choice: To get a degree, diploma or certificate and
for career advancement.

2nd Choice: For general knowledge and
diploma, or certificate.

3rd Choice: For career advancement and
diploma, or certificate.

Reasons least frequently indicated overall were: to pre-
pare for retirement; to be a better union member; and for
religious pursuits.

to get a degree,

to get a degree,

Table 15: If you participated in ap education or trainin3 pro-
ram lease indicate how satisfied you were with the
nstruction you received.

Very / Not Very
Satisified Satisified Satisfied Dissatisfied N

Private vocational/
technical or busi-
ness school

30.0 50.0 10.0 10.0

Public vocational,
technical, or
business school

30.8 46,2 7.7. 15.4

4-year college/
university

30.8 53.8 7.7 7.7

Community
college

40.0 44.0 8.0 8.0

Company/union run
schools or courses

25.0 50.0 15.0 10.0 ,

High School 31.8 59.1 9.1 0.0

Registered
apprenticeship

0.0 75.0 0.0 25.0

Correspondence
school

44.4 33.3 '11,1 11.1

Community or
social.organization
such as YMCA Or
church

35.7 57.1 0.0 7.1

3 5.3
gat

5

13

25

20

22

4

9

14



-8-

Respondents reported general satisfaction with most education
and training they had received. The most common sources of educe-

'

tion and training were high school (90.97), followed by community
college (847.) and 4-year college/university.(84.67), as three
most important ones.

.Table 16: Please indicate which of the following paid for the
education or training you received.

Yes (T1) No (T1) Yes (T2) No (T )

You (self-paid) 76.6 23.4 86.1 13.9

Union 100.0 0.0 4.0 96.0

Companyunder, tuition
aid plan

13.9 86.1 31.0 69.0

Company--not under
tuition aid plan

37.5 62.5 39.,3 60.7

GovernMent (veteran's
benefits, federal loan
or grint)

30.6 69.4 35.0 75.0

For those workers responding at T1 the most common sources
of financial assistance for education and training were reported
to be the workers themselves and the union; at. T2 the most,
common sources were reported to be the workers themselves and

__the company- -not under the viition aid plan. Over 117, more workeis,
at T.% than at Ti received payment_ under the tuition aid plan.

..

Table 17: otiartici.atedderourtuLtionaid plan,
approximate y ow ong i t.ta a you to receive
approval to take the education or training?

Less than one week 1F.2
1 week 36.4
2 weeks 1.8.2
3 weeks 18.2
4 or more weeks 9.1

(N=11)

For most workers who participated under the tuition aid
plan,.it took One week :)r less to receive approval to take
the education or training.

.4



Table 18: Please indicate the importance to you yersonally of
each of the following possible uses or further
education and training.

To complete an educational
program for a diploma,
certificate, or degree

To meet new people

To become a more well-
rounded person

For social skills

To improve job performance

ab learn skills for hobbies

To be a better union member

'To improve my ability to
Dread, write, speak, and do
math

To be a better parent

To get a promotion

To improve family life

To prepare for another job
or career

To better understand
community issues

To learn more (knowledge
for the sake of knowledge)

To become abetter worker

To prepare for retirement

Not Important Important N

23.0 77.0 100

58.9 41.1 95

15.3 84.7 98

38.1 61.9 97
---

12.9 87.1 101

52.1 47.9 96

79.2 20.8. 96

19.4 80.6 98

34.7 65.3 95

32.0 68.0 97

23.2 76.8 95

24..5 75.5 94

38.3 61.7 94

10.0 90.0 100.

12.1 87.9 99

36.1 63.9

The four most important uses, of further education and
training reported were: '(1) to learn more; (2) to become a
better worker; (3) to improve job performande, and, (4) to

,become a, more well-rounded person.
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Table 19: Which of the following educational programs are
available in your local area?

Private vocational,
technical or business
schools

Public vocational,
technical or business
schools

4-year college/university

Community college

HighSchool

Company -run schools
or courses

Union-.:run schools or
courses

On-the-job training

Correspondence school

Community or social
organization such as
YMCA or church

Available

Yes No Don't Know' 14

66.0 5.0 29.0 100

70.7 5.1 -24.2 99

87.9 5.1 '7:1 99

90.0. 2.0 8.0 100

88.7 3.1 8.2 97

40.8 15.3 43.9 98

7.1 19.4 73.5 98

62:6 9.1 28.3 99

53:1 .6.1 40.8 98

60.2 5.1 34.7 98

Respondents reported the most widely available education
programs to be: community colleges, high _schools, and 4 -year
collegei/universities._ Those least often available. were; union-,
run schools or courses, company -run schools or courses and
correspondence schooli.



Table 20: Available or not, what is your preference for
educational programs?

Preference

Yes No

Private vocational, technical
or business schools

46.2 53.8 91

Public vocational, technical or
business schools

58.9 41.1 90

4 -year college/university 74.4 41.1 90

Community college 85.i 14.9 94

High school 52.9 47.1 85

Company-run schools or courses 67.0 33.0 88

Union-run schools or courses 38.8 61.2 85

On-the-job training 79.1 20.9 91

Correspondence school 40.2 59.8 87

Community or social organi-
zation such as YMCA or church

41.2 58.8 85

The three most preferred educational programs identified
by respondents were: community college; on-the-job training;
and 4-year college/university courses. The least preferred
programs were union-run schools or courses, correspondence
school, and community or social organization such as YMCA or
church.

Table 21: In which of the followin& places are educational

N

programs currently available?

Available

Yes No Don"t Know

Work site 26.3 44.2 29.5 95

Union hall 4.3 35.5 60.2 93

Education institution 73.7 4.2 22.1 95

Community organization 31.6 11.6 56.8 95

(YMCA, church, etc.)

Library 24.5 19.1 56.4 94

At my place of residence 13.0 67.4 19.6 92
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The two places most frequently cited as providing educational
programs were education institutions and community organizations.
Those least frequently cited were the union halls and employee
homes. Respondents most frequently reported that they did not
know about programs at union halls, compunity organizations, or
libraries.

Table 22: Available or not, what is your preference for the
location of educational programs?

Preference

Yes No

Work site 66.7 33.3 93

Union hall 22.2 77.8 90

Education institution 89.2 10.6 94

Community organization 47.3 52.7 91
(YMCA, church, etc.)

Library 55.4 44.6 92

At my place of residence 40.0 60.0 90

Education institutions and work sites were the most
preferred locations for educational programs.

Table 23: Which methods of learning are' urrently available?

Yes

Available

NNo Don't Know

Lectures or classes 62.8 8.5 28.7 94
Workshops or conferences 43.6 10.6 45.7 94
Corresiondence courses 58.5 7.4 34.0 94
Television or video cassettes f0.6 3.2 36.2 94
Radio, records, or audio cassettes 46.8 8.5 44.7 94
Informal discussion groups 26.6 14.9 58.5 94
Private individual instruction 24.0 20.8 55.2 96
On-the-job training , 62.5 14.6 22.9 96
Computer-assisted instruction 11.7 18.1 70.2 94
On my own 76.3 8.6 15.1 93



Learning on their own, lectures or classes, and on the job
training were the methods of learning most frequently reported to
be available. The least available methods were computer-assisted
instruction, private individual instruction, and informal dis-
cussion groups.'

Table 24: Available or no what is our reference for methods
or earning.

Preference

NYes No

Lectures or classes 87.5 12.5 96

Workshops or conferences 85.3 14.7 95

Correspondence courses 39.8 60.2 93
Television or video cassettes 62.8 37.3 94
Radio, records or audio cassettes 48.9 51.1 94
Informal discussion groups 71.6 28.5 95
Private individual instruction 68.8 31.2- 93

On-the-job training 91.7 8.3 96

Computer-assisted instruction 51.6 48.4 93

On my own 72.8 27.2 92

On-the-job training, lectures or classes, and workshops or
conferences.were reported (in descending order) to be the pre-
ferred methods of learning for more than 85% of the workers.
Those lease preferred were correspondence courses; radio, records-
or.audio cassettes, and computer-assisted instruction.

Table 25: If you were to participate in an education or

N

training program, is there a group of people with
whom you would prefer to learn?

No/No ResponseYes

Fellow workers 55.7 44.3 97

Supervisory or company 32.0
administrative person.-
nel

68.0 97

Family members 24.7 75.3 97

Anyone interested
in the program

60.8 39.2 97

No preference 30.9 69.1 97

3:28.
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About 6170 of the respondents indicated their willingness
to participate in an education or training program with anyone
interested in the program.iAbout 567. were willing to partici-
pate in an education -,- training program with their fellow
workers.

Table 26: Is then
prograL

'e group you would prefer to be in the

Yes No/No Response N

People who are my , age 30.9 69.1 97
People who are younger than I am 11.3 88.7 97
People who are old.,r than I am 14.4 85.6 97
Any age group--age doesn't matter 82.5 17.5 97

The vast majority 32.570 of workers indicated that age
was unimportant in thel preferences for fellow learners.

8



PART B: INFORMATION AND ADVICE

Table 27: How did you receive information in the last six
months about your tuition aid plan or about education
and training available to you?

.TA-Plan Ed. & Training

(T2)Yes (T1) Yes (T2) Yes (T ) Yes

Employee handbook 23.0 24.8 22.0 15.8
Handouts to employees 9.0 56.4 16.0 22.8
Mailings to home 10.0 13.9 21.0 12.9
Bulletin board notices 17.0 25.7 14.0 13..9
In company newspapers or
newsletters

20.0 36.6
___..-

25.0 18.8

In union newspaper 3.0 18.8 6.0 10.9
At union meetings 1.0 10.9 2.0 5.9
At company meetings. '4.0 27.7 4.0 12.9
From counselor or advisor 6.0 12.9 5.0 7.9
From co-workers 22. 29.7 20.0 15.8
rrom supervisors 25. 29.7 23.0 .15.8
From union representatives ,2.0 27.7 2.0 15.8
Education catalogues or
notices ,

14.0 12.9 ,l 12.0 14.9

Girlie sourceof information iost commonly cited by respondents
at TI were supervisors, the employee handbook and co- workers.:
at T2, the major sources of informationwere rOorted to be 1

handouts to employees, company newspapers/newsletters, and
bulletin board notices. The least frequently cited sources of
information at T1 were union meetings, union representatives,
and union newspapers. But at T2 the least common sources were
reported to be union meetings, education catalogues or notices,
and counselors or advisors.!,

Relative to both the TA plan_ and education and training, a maximum
of 25 employees at TI (one quarter of the workers surveyed)
reported receiving information through any one source. But
the corresponding figure at T was 57 employees, or:Tor e than onem___
half of _the workers..surveyed -In. addition, for every method except -

one listed under "TA", the,P@roentage of workers reporting yes
1-s-higher at T2 than at Tl..
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Table 28: Of the methods listed in uestion 27 above, lease
in icate t e t ree met o s t at you in most
helpful.

1st 2nd
Choice Choice

3rd
ChoiceMethod

Employee handbook 18.8 5.1 10.2

Handouts to employees 8.8 20.2 17.9

Nailings to home 17.5 10.1 11.5

Bulletin board notices 2.5 3.8 5.1

In company newspapers
or newsletters

7.5 13.9 10.2

In union newspaper 1.2 1.3 3.8

At union meetings 0.0 1.3 3.8

At company meetings 15.0 7.6 3.8

From counselor 'or adviser 5.0 3.8 2.6

From co-workers 5.0 2.5 3.8:

From supervisors 11.2 16.4 12.8

From union represen-
tatives

5.0 5.1 6.4

Education catalogues or
notices

2.5 8.9 10.2

(N=.80) (N=79) (N'78)

Ai the first chdice, 18.8% of the employees indicated
employee handbooks, 17.57. mailings to their homes; and 15% company
meetings as the most helpful method of receiving information.
As the second choice, 20.2%reported handouts to employees, 16.4%
information from supervisors,-and nearly 14.0% company newspapers or

newsletters as the best method: As their third choice, 17.9% of the
respondents repotted handouts to employees, 12.8% information
from supervisors, and 11.57. mailings to their homes as the most

helpful method.
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Table 29: If you were interested in getting information on
your tuition-aid plan, tram whom would you like -to
get it?

Yes (T1)* . Yes. .(T.2)*

Co-workers 12.1 14.9
Supervisor. 69.7 52.5
Union representative,
Company representative

12.1
47.5

25.0
51.0

Respondents most frequently cited supervisors both at
Tl and T2 and company representatives againboth at Tl and T2,
as preferred sources of information on tuition aid. Co-workers
and union representatives were much less frequently identified
as preferred sources at both T1 and T2, although both groups rose
in acceptance during the project period.

L.--
Table 30: Is there a desi ated individual in our company or

un on o can provm e a v ce or in ormation about
*education and careers?

Company Ti T2 Union Ti T.2

Yes 31.6 58.3 Yes 13.7 36.8
No 5.1 7.3 No 7.4 11.6
Don't
know

63.3 34.4 Don't 78.9
know'

51.6

(N . 98) (N = 95) (N = 96) (N = 95).

About 327 of the respondents at T1 and 587 of the respondents
at T2 indicated that there was a designated person in the company
to provide advice/information on education and careers. But
about.14% of the respondents at T1 and a significantly larger
percentage (37%) of the respondents at T2 reported that their union
had designated such an individual. Although a majority of the
respondents at both T1 (78.97) and T2 (51.67) indicated an
absence or lack of-knowledge regarding the designation of a person
by their union. The 27% change confirms a significant increase
in knowledge.

Table 31: In the ast two ears, have ou seen 'this individual
to e p you wit your e ucatmon or career p anning

Yes
No

TI T2

3174. 47-7 (N=27 for Tl)
68.6 52.9 (N=68 for T2)

* The balance between those who said "yes" and 100 represent
the percent of those whoeinher said "no" or did not respond
to the-particular question.



About 31% of the 27 respondents at T1 and about 477 of
the 68 respondents at T2 indicated that they had seen this
individual in the two years prior to:the survey.

Table 32: In the last six months, have you seen this individual
to help you with your education or career _p arming

T
1

T
2

Yes 37.0 46.8
No 63.0 53.2

(N=27) (N=68)

About 37% of the respondents at T1 and 477 responding to
this question at T2, indicated that they had consulted this
individual for help in education or career planning within the
six months prior to the survey.

Table 33: If you have seen a counselor or advisor, was it useful
or helpful?

Yes, very useful
Somewhat useful
No, not useful

T
1

T
2

20.0 28.1
33.3 46.9
46.7 25.0

(N...15) (N=32)

Twenty percent of the respondents at Tl and about 287 of
the respondents at T2 who had seen a counselor or advisor
reported the meeting as "very useful". Another 33.37 at TI
and 46.97 at T2 reported the meeting as being "somewhat
useful7.

Table 34:-.Ifeindividuals were available to talk to you about
your educational or career plans, would you go .to talk
to them?

Ti
2

iv

Yes, definitely NI 68.4 57-1
Maybe 28.6 38.8
No 3.1 4.1

(N -99) (N=99)

A majority of the respondents at Tl and T2 indicated that
they would consult,with counselors/advisors if they were avail-
able, regarding education or career plans.
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PART E: INCENTIVES s.

Table 35: Does your Ompany encourage employees to seek additional
education of training?

1

Yes 57.6 61.6
No 22.2 19.2
Don't know 20.2 19.2

(N=99) (N=99)

A majority of the respondents at T1 (57.6%) and T2 (61.6%)
felt that the company does encourage employees to seek additional,:
education or training. About one worket in-five at both Ti and
T2 felt that the company does not so encourage its employees.

Table 36: Does your company encourage employees to use tuition
aid benefits?

Ti T2

Yes 25.3 54.5
No 25.3 14.1
Don't know 49.4 31.3

(N =99) (N=99)

About one in four employees at T1 and over half of the
employees suarveedlat T2 felt that the company encourages em-
ployees to use tuition-aid.

Table 37: Does your local union encourage members to seek
additional education or training?

T1 T
2

Yes 14.1 42.4
No 19.2 20.2
Don't know 66.7 37.4

(N=99) (N=99)



-20-

_Aboutl4a;-6Fthe respondents at Tl and 42% at T2 felt that
--tbe union encourages members to seek additional education or
trainin , a jump of 28%. About one in five both at T1 and T2
Indic- at the union did not encourage the employees to take
courses.

Table 38: goes your local union encourage members to use tuition
aid benefits?

1 T2

Yes 6.1 39.4
No 17.2 15.2
Don't know 76.8 45.5

(N=99) (N=99)

About 67 of the employees at Ti, but a significantly larger
percent (39.4) of respondents at T2 felt that the union encourages
its members to use tuition aid. Over three-fourths of the em-
ployees at-Ti and less than half of the employees at T2 indicated
that they didn't know.

Table 39: Have any of the following people encouraged you .to use
tuition-aid benefits or to seek additional education
or training?

v Tuition Aid Benefit Education or Trainin

Yes No N Yes No N,

Supervisor 28.4 71.6 88 36.0 64.0 86
Fellow workers 27.6 72.2 90 32.1 67.9 84.

Shop steward(s) 11.8 88.2 85 7.4 92.6 81
Union leaders 23.9 76.1' 88 15.5 84.5 84
Friends outside
of work 30.6 69.4 85 45.8 54.2 83
Family 44.3 55.7 .79 55.0 45.0 80

About 447 of the workers reported receiving encouragement to
use tuition aid from their family; about 31% reported receiving
encouragement from friends outside work. Supervisors and co-workers
ranked third and fourth as a source of_inspiration to use tuition-aid.'
Regarding education and training, workers generally reported receiving
encouragement from their families, friends outside work, superviso s,
and fellow workers (in decreasing order) with shop stewards as the,
least important source of encouragement.

;

r.



-21-,

Table 40: Do you feel incentives could encourage employees to

take"ditimaredlortraininiseto tuition al ene ltt.

Yes No N

Letter of commendation 61A 38.7 93
Special events held honoring

students 26.1 73.9 88
Financial bonus 87.0 13.0 92
Consideration in career'
development,reviews 84.9 15.1 93

Wage increase. 90.5 _ 9.5 95
Publicity for participating ,28.7 71.3 87.
Additional job responsibilities 61.4 38.6 88
Promotion or new job -, .92.6 . 7.4 94

---
Repondents to this auestion indicated diet all of the

above'lldcentives, except "-special events held honoring students"
and "publicity for participating", could encourage employees to
take additional education or training or. to use tuition-aid
benefits. _ r



PART FACTORS AFFECTING PARTICIPATION,

Table 41: There are a lot of reasons why people may not '

Pursue urt er education or training. Do any of the
following' act as a problem for you?

Yes, it is No it is not
a problem a problem

1

Education and Training Programs

The education or training 15.5
programs I want to take are
not offered

Scheduling.of education 34.0
offerings is not
convenient for me

Programs are held faraway 24.7.
for me

I do not have transportation 4.1
to get to programs

Programs held in the evening 18.6
are unsafe for me to go to

Information and Advice

I don't have adequate infor- 61.2
mation about courses that
are available

I don.lt have adequate infor-- 55.6
mation about what' educa-
tional institutions are
available

do not have adequate
advice or counseling about
available courses and
whether I am qualified to
take them.

71.7

I do not have adequate advice 64.6
or counseling about available
educational institutions.

I do not have adequate advice 66.7
or counseling about my career
opportunities

T
2

T
1

T
2

20.0 84.5 80..0

51.6 66.0 48.8.

23.7 75.3 76.3

7.6 95.9 92.4

23.9 81.4 76.1

59.6 38.8 40.4

50.0 44.4 50.0

60.6 28.3 39.4

O

51.1 35.4 48.9

57.4 33.3 42.6
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Table 41: Continued

Personal and Family

I don't want to take courses
on my own time

I cannot afford child care
or make arrangements for
child care

I don't think I could pass
the course

I don't have enough free
time because of family
responsibilities

My work is too hard and I
am too tired to take courses

My work schedule can not be
rearranged to take time off
to attend an educational
program

Educational programs would
take too long for me to
complete

My spouse doesn't want me to

My children don't want me to

General

I don't think I would get
promoted or get a better job
even if I took some educa-
tion

Favoritism in who gets
approval

If I take a course, my com-.
pany may think I lack a skill

3L

Yes, it is
a problem

T1. T
1 2

19.0 21.5

6.1 18.3

6.0 4:3

27.1 .38.3

8.2 9.6

23.2 41.2

13.1 17.2

2.1 3.2

1.1 3.3

25.5 36.6

29.9 25.8

3.1 6.4

No, it is not
a problem

81.0 78.5

A3.9 81.7

94.0 95.7

72.9 61.7

91.8 90.4

76.8 58.8

1
T2

86.9 82.8

97.9 96.8

98.9 96.7

74.5 63.4

70.1 74.2

96.9 93.6

I

f,3

I

97

73



Overall, both at Tl and T2, fadtors relating to information
and advice were identified by workers as the most serious pro-
blem affecting their decisions about whether or not to
participate in education or training. The second most important
group of factors, again at both T1 and T2, pertained to the
education and training programs available to employeL..

Both at TI and T2, a majority of workers indicated as
Problems (in decreasing significance ) inadezilu,..te counseling
about available courses, inadequate advise or counseling about
career opportunities, inadequate counseling about available
educational institutions, and inadequate information about avail-
able courses. It is interesting to , .

note hOwever, that taforma-
tion and advice are problems for a smaller percentage of workers
at T2 than at TI and program:: barriers increased from TI to T2.

Table 42: Do you personally want to take any further education
or training?

T
1

T
2

Yes, definately 54.0 58.6
Yes, probably 42.0 32.3
No 4.0 9.1

(N=96) (N=99)

A. majority of respondents at T1 and T2 indicated
definite desire to pursue education or training. Fo
of the respondents at T1 and 9.1% of the respondents
indicated that they did not want further education or

a
ur percent
at T2
training

Table 43: Do you,personallf think that you need more education
or training ?.

T
1

T
2

Yes, definitely 54.0 58.0
Yes, probably 40.0 37.0
No 6.0 5.0

(N=94) (N=100)

A majority of respondents at TI and T indicated a definite
need on their part for further educAtion afid training. Six
percent of the employees at T1 and five percent at T2 indicated
that they did not feel the need.
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Table 44: Do you intend to continue' your education or training
in the next two years? I

T
1

T
2

Yes, definitely 39.8 41.7
Yes, probably 39.8 37.5
No 20.4 20.8

(N=98) (N=96)

About 40% of respondents at T1 and 42% at T2 indicated that
they definitely intended to continue their education or training
in the two years after the survey. An additional 40% at
T/ and 38% at T2 indicated that they probably would. The
remaining one fifth at both T1 and T2 said that they did not in-
tend to do so..

Table 45: Do you think you will use your tuition aid benefits
in the next two years?

T
1

T
2

Yes, definitely 27.7 23.4
Yes, probably 29.8 41.5
No 42.4 35.1

(N =94). (N=94)

About 28T of the respondents at T1 and 23% at T9 anticipated
definitely using tuition aid during the two years after the

survey. An additional 30% at Tl and 42% at T2 indicated that
they probably would use their tuition aid benefits in the next
two years.
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PART Gi BACKGROUND INFORMATION

Table 49: What is your sex?

T.
1

TT2

Male 45.5 44.9

Female 54.5 55.1

(N=99) (N=98)

Table 50: How old are you?

T1 T
2

Under 25 34.1 33.0
25-34 38.4 35.1
35,44 .13.1 17.5

45-54 8.1 9.3

55 and over 6.1 5.2

CI 99) (N=97)

About 72% of the workers at T1 and 68% at T2 were under

35 years of age.

Table 51: What is your racial background?

T
2T

1

Black 14.3 14.8

White 81.3 80.7

American Indian
or Alaskan Native

2.2 1.1

Asian or Pacific 2.2 3.4

Islander
(N=91) (N=88)

The percentages of black and of white workers did not vary
greatly between T1 and T2.
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Table 52: Is your ethnic heritage Hispanic?

T
1

Yes 26.1 23.3
No ..73.9 76.7

(N..88) (N =90)

About 28% of the workers at T1 and 23% at T2 were of
Hispanic ethnic heritage.

Table 53: What is yodr,current marital status?

T1
2

Single, never married 21.4 21.6
Married (not separated) 61.2 54.6
Married (separated) 4.1 11.3
Widowed 1.0 0.0
Divorced 12.2 12.4

(N=98) (11=97)

61% of the employees at TI and 55%,at T2 were married
(not separated).- About one in five were single.

Table 54: How many dependents are currently living with you?

f of Dependents Children Others

0 52 (51.5 %).

1 17 (16.8%) 14 (13.9%)

2 18 (17.8%) 3 ( 3.0%)

3 9 ( 8.9%) 0 ( 0.0%)

4 5 ( 5.0%) 0 ( 0.0%)

5+ 0 ( 0.0%) 0 ( 0.0%)
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Table 55: In what year was your last child born?

Year Absolute
Freq.

Relative
(%)

Adjusted
Freq. (%),

Cumulative
Freq. (7,)

47 1 1.0 1.7 1.7

49 , 1 1.0. 1.7 3.3

57 1 1.0 1.7 5.0
58 1 1.0 1.7 6.7
60 2 2.0 3.3 10.0
62 3 3.0 5.0 15.0
63 3 3.0 5.0 20.0
64 2 2.0 3.3 23.3
65 1 1.0 1.7 25.0
66 3 3.0 5.0 30.0
67 1 1.0 1.7 31.7
69 1 1.0 1.7 33.3.
70. 2 2.0 3.3 36.7 N'N
71' 3 3.0 5.0 41.7 N
72 1 1.0 1.7 43.3
73 2 2.0 3.3 46.7
74, 11 10.9 18.3 65.0
75 3 3.0 5.0 70.0
76. 3 3.0 5.0 75.0
77, 3 3.0 5.0 80.0
78' 1 1.0 1.7 81.7
79 6 5.9 .0.0 91.7
80 5 5.0 8.,3 100.0
0' 41 40.6 Missing 100.0

Total 101 100.0 100.0

Of the respondents with children about 63% had children
under ten at the time of the survey.

Table 56: What is the highest level of education you have
attained?

Ti

Some high school or less 7.1 1.0

High school or GED 29,3 30.6

Some college, but no
associate or bachelor's
degree

46.5 54. -1

Associate degree 14.1 9.2

Bachelor's degree or higher 3.0 5.1

(499) (N...98)

4 03
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The majority of the respondents both at T1 and T2 had more
than a high school or_GED education. Seven percent of the
respondents at Ti and one percent of-the respondents at T2 had "sane
high school or less education..

Table 57: In what year did you attain your highest level of
education?

Year Absolute
Freq

Relative
(7)

Adjusted
Frea (7)

Cumulative
Freq (7)

13 1 1.0 1.1 1.1
34 1 1.0 1.1 2.2
36' 1 1.0 1.1 3.3
41 1 1.0 1.1 4.3
45 1 1.0 1:1: 5.4
48 1 1.0 1.1 6.5
50 1 1.0 1.1 7.6
51 3 3.0 3.3 10.9
54 2 2.0 2.2 13.0
55 1 1.0 1.1 14.1
56 2 2.0 2.2 16.3
57 1 1.0 1.1 17.4
58 1 1.0 1.1 18.5
60 1 1.0 1.1 19.6
61 2 2.0 2.2 21.7
62 1 1.0 1.1 22.8
63 1 1.0 1.1 23,9
64 1 1.0 1.1 25.0
65 2 2.0 2.2 27.2
66 2 2.0 2.2 29.3
67 1 _ 1.0 1.1. 30.4
68 1 1.0 1.11 31.5
69 4 4.0 4.3 35.9
70 5 5.0 5.4 41.3
71 4 4.0 4.3 45.7
72 -2 2.0 2.2 47.8
73 3 3.0 3.3 51.1
74 3 3.0 3.3 54.3
75 5 5.0 5.4 59.8

76 7 6.9. , 7.6 67.4
77 9 8.9' 9.8 77.2
78 9 8.9 9.8 87.0

79 5 5.0 5.4 92.4
80 7 6.9 7.5 100.0
0 9 8.9 Missing 100.0

Total 101 100.0 100.0
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About 59% of the respondents attained their highest level
of education within the past ten years (since 1970), and
about 51% during the past seven years.

Table 58: Do you have a one-year certificate, trade license !
professional license, or journeyman's certificate?

Yes
No

16.1
83.9

Approximately 16% of the employees had .a one-year
certificate, trade license, professional license, or a
journeyman's certificate.

Table 59: Which of the following best describes the location
of the place where you live?

Rural.or farm community

Small town or village
(less than 50,000 people)

Medium-sized city or its
suburbs (250,000 - 500;000

Fairly large city or its 18.3
suburbs (250,000-500,000
people)

Very large city or its 4.3
surburbs (over 500,000 people)

58.1

(N=93)

A majority of the respondents lived in a medium-sized
city or its suburbs.

Table 60: What shift do you usually work?

Day 91.7
Evening 5.2
Night 2.1
Split 1.0

(N=96)

About 92% of the respondents worked a day shift. Only
8% worked at other times,
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PART A:. GENERAL .INFORMATION

AN OPERATING ENGINEER?TABLE 1: HOW LONG HAVE YOU BEEN

Less than 1. year 3.8%
1-5 years 13.2%
6-10 years 24.5%
11-15 years 5.7%

'.16 -20 years 13.2%
21-25 years 17.0%
26 or more years 22.6%

N =53

Only 3.8% of the respondents had been operating-engineers for
less than one year. Almost 40% had been operating engineers for
over twenty years, with an additional 13.2% in the 16-20 year
range.

TABLE 2: HOW LONG HAVE YOU HELD YOUR CURRENT JOB OR POSITION WITH THE
COMPANY?

Less than 1 year
1-5 years'
6-10 years
11-15 years
16-20 yeari
21-25 years
26 or more years

19.4%
36.1%
5.5%
5.5%
8.3%
13.9%
11.1%

Only 19% of the respondents had worked for their current_employer-
for less than 1 year while 25 percent had been with the same-
company for over twenty years.

TABLE 3: HOW USEFUL HAVE THE FOLLOWING BEEN FOR YOUR CURRENT JOB?
(Please check one box for each type)

. High school
education

Previous job
exiierience

z---

-Vocational
education or
training since
high school

Very
Useful

Somewhat
Useful

Not .Very

Useful Useless
Does Not
Apply

53

51

46

49.1

74.5

52.2

35.8

13.7

17.4

5.7

0.0

4.3

1.9

5.9

6.5

7.5

5.9

19.6

407
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Very Somewhat Not Very Does Not

Useful Useful Useful Useless Apply

Academic or
professional
education 30.0 10.0 12.5 10.0 37.5 40

since high
school

Most workers found their education very useful for their current
job. Previous job experience was considered very useful by three-

quarters of the respondents.

TABLE 4: ARE YOU FAMILIAR WITH EXISTENCE OF A TUITION-AID PLAN
WHERE YOU WORK?

Yes, very familiar
Yes, somewhat familiar
No, not familiar

20.0%
43.6%
36.4%

N=55

Thirty-six percent of the respondents indicated they were not
familiar with the tuition-aid plan. Although almost 44% hirsome
degree-of awareness regarding the plan, only 20% considered them-

selves very familiar with the plan.

TABtf-5 IF .YOU ANSWERED YES TO QUESTION 7, DO YOU KNOW WHO SPONSORS.

THE PROGRAM?

Negotiated as part of
company/union contract 30.6%

Company sponsored 2.8%

Union sponsored 66.7%

N=36

TABLE 6: IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION ABOUT

YOUR TUITION-AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE

TrainingTuition-Aid Plan Education &

Yes
No

N=48

31.3%
68.8%

Yes
No

N=49

40.8%
59.2%
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Approximately one in three of the respondents reported receiving
information on the plan,during the six months prior to the survey.
The/percentage of workers reporting receiving information on
available education and training during the same period was some-
what higher; two in five workers indicated that they had received
/such information.

TABLE 7: ARE YOU tLIGIBLE TO TAKE A COURSE UNDER YOUR TUITION-AID PLAN?
1

Yes 54.3%
No 4.3%
Don't know 41.3%

N=46

A majority of the workers (54.3%) responding to this question knew
they were eligible to take a course under the plan. A large minority
(41.3%) indicated they did not know whether or not they were eligible
to participate.

TABLE 8: DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE UNDER
YOUR TUITION AID PLAN?

Yes 50.0%
No 50.0%----

N=42
- -

TABLE 9: _W -OFFICE(S) OR INDIVIDUAL(S) MUST
TO AN APPLICATION FOR TUITION-AID BENEFITS?

GIVE FORMAL

Yes

APPROVAL

No
Don't
Know N

Employee's immediate supervisor 4.8% 47.6% 47.6% 21

Supervisor of education & training 42.9% 14.3% _ 42.9% 21

Personnel department 0.0% 42.1% 57.9% 19

Joint or union education committee 72.7% 3.0% 24.2% 33

The educational institution offering
the course 23.8% 33.3% 42.9% 21

Other company or union represen-
tative 54.2% 16.7% 29.2% 24
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Almost three7quartersj72.7%) of "the xe4iondentsindicated-thit the
approval of tne.jointor union edueation-comMitteefs eCessary
to take a course. ftfty=four point two (54.4)10-7the respOndents

inditated_that-other-CO!panvor'union'representative-**01 is
neededThe large nuMber"cif."Don't,Knove responsesTITSilnify:-.1_
lack of understanding on: the part cf the enplOy6et regargling
application Procedures.

t

TABLE 10: THERE AREA LOT OF REASONS WHY PEOPLE MAY NOT USE 'HEIB__.)
TUITION-AID BENEFITS. L .prf OF THE FOLLOWING ACT AS-4k-
PROBLEM FOR YOU? /

Yes, .
,

It Is a- Problem It Is Not a Problem
0

a. Tog much red tape in
applying for and
getting approval for
education or____
training-
_---

want to go te,are not
Edutat*on-programs I

covered theunder
uition-aid plan .

c. Education institutions
I want to go to are not
covered under, the plan

d. I do not have adequate
information about the

. tuition -aid plan
.

e. Not enough of the
costs are covered
under the plan

f. I am not able to pgy

g.

in advante, even though
I will be reimbursed

I am not willing to
pay in advance

Lack of information was the most
spondents (57.1%). Inability to pay educational expenses i1 advance
was cited by forty percent of the respondents as a problem.. Jther
factors reported as significantwere-proplems with red tape in the
application process(31.3%) and the lack of plan coverage of desired
education programs (32.1W

31.3% 68.8%

Q
32,-

32.1% 67,9%. 28

.22.2% 77.8% 27.

57.1% 42.9% ", 28

24.0% 76.0% 25

40.0% 60.0%, 25

20.8% 79.2%

reported problem among re

24
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PART B: PARTICIPATION IN EDUCATION AND TRAINING

TABLE 11: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING
PROGRAM IN THE LAST TWO (2) YEARS?

Education Program

Yes 22.0%
No 78.0%

N=50

Training Program

Yes 29.6%
No 70.4%

N=54

Twenty-nine point six percent (29.6%) of the respondents had

participated in a voluntary training program within the past two

years.. Reported participation in a voluntary education program
was somewhat lower (22.0%).

TABLE 12: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING
PROGRAM IN THE PAST SIX (6) MONTHS?

Education Program

Yes 16.7%
No 83.3%

Training Program

Yes 18.8%
No 81.3%

.N=30 . N=32

The great majority. of respondents had not participated in a voluntary
education or training program in the six months prior to the survey.

TABLE 13: WHY DID YOU PARTICIPATE IN THE EDUCATION OR TRAINING

Yes

PROGRAM?

No N

a. To get a degree, diploma, or certificate 56.3% 43.8% 16

b. To upgrade skills for present job 81.0% 19.0% 21

c. For a different job 35.7% 64.3% 14

d. For career advancement 62.5% 37.5% 16

e. For better wages 64.7% 35.3% 17

f. To prepare for retirement 37.5% . 62.5% 16

g. For leisure time pursuits 38.5% 61.5% 13

h. For general knowledge 82.4% 17.6% 17

i. For parenting skills 33.3% 66.7% 12

411
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Yes No

j. For religious pursuits 16.7% 83.3% 12

k. To be a better union member 77.8% 22.2% 18.

Respondints to this question indicated that they participated in the
education or training program:

for general knowledge;
to upgrade skills for present job; and
to be a better union member.

All but one of the remaining responses were cited as reasons by one-
third or more of the respondents.

TABLE 14:

a.

PLEASE RANK YOUR REASONS FOR PARTICIPATING
PUTTING THE LETTER OF THE REASON FROM
SPACES BELOW.

To get a degree, diploma or

IN THE PROGRAMS BY
QUESTION 16 IN THE

1st 2nd 3rd
Choice Choice Choice

certificate 3.6 1.8 1.8

b. To upgrade skills for present job 8.9 5.4 1.8

c. For a different job 0.0 0.0 1.8

d. For career advancement 1.8 8.9 3.6

e. For better wages 1.8 1.8 3.6

f. To prepare for retirement 0.0 0.0 0.0

g. For leisure time pursuits 3.6 0.0 1.8

h. For general knowledge 1.8 7.1 3.6

i. For parenting skills 0.0 0.0 0.0

j. For religious pursuits 0.0 0.0 0.0

k. To be a better union member 5.4- 1.8 5.4

1. Other (please specify) 1.8 0.0

No choice indicated 71.4% 71.4% 71.4%

4.1
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Reasons for participation most frequently chosen by respondents

were:

1st Choice--To upgrade skills for present job

2nd Choice--For.career advancement
3rd Choice--To be a better union member

TABLE 15: IF YOU PARTICIPATED II AN EDUCATION OR TRAINING PROGRAM,
PLEASE INDICATE HOW SATISFIED YOU WERE WITH THE INSTRUCTION

YOU RECEIVED.

Private vocational/
technical or business

Very
Satisfied Satisfied

Not
Satisfied

Very
Dissatisfied, N

school 40.0% 40.0% 20.0% 0.0%

Public vocational,
technical, or
business school 66.7% 22.2% 11.1% 0.0%

4-year college/
university 33.3% 0.0% 33.3% 33.3% 3

Community
college 40.0% 20.0% 20.0% 20.0% 5

Company/union run
schools or courses 53.8% 38.5% 7.7% 0.0% 13

High school 50.0% 50.0% 0.0% 0.0% 10

Registered
apprenticeship 33.3% 50.0% 16.7% 0.0% 6

Correspondence
school 0.0% 0.0% 50.0% 50.0%

Community or
social organization
such as YMCA or
church 50.0% 25.0% 25.0% 0.0% 2

Generally, respondents reported being-either satisfied or very satisfied

with instruction they received from education or training programs.

Exceptions included 4-year college/university, with two of the three

responses indicating some degree of dissatisfaction; and correspondence

school, with both respondents indicating dissatisfaction.
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TABLE 16: PLEASE INDICATE WHICH OF THE FOLLOWING PAID FOR THE EDUCATION
OR TRAINING YOU RECEIVED.

Yes No N

You (self-paid) 61.5% 38.5% 13

Union 88.2% 11.8% 17

Company--under tuition-aid plan 0.0% 100.0% 8

Company--not under tuition-aid plan 36.4% 63.6% 11

Government (veteran's benefits,
federal loan or grant) . 33.3% 66.7% 9

For the respondents, the most common sources of financial assistance for
education were reported to be the worker and the union. These workers
reported that the company, under the tuition-aid plan, did not con-
tribute financially to education or training received.*

TABLE 17: IF YOU PARTICIPATED UNDER YOUR TUITION-AID PLAN, APPROXIMATELY_
HOW LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO TAKE THE
EDUCATION OR TRAINING?

Less than one (1) week 22.2%
1 week 0.0%
2 weeks 11.1%
3 weeks 0.0%
4 or more weeks 66.7%

N=9

Two-thirds of those responding indicated the time span involved was
4 or more.weeks until receipt of approval to take education or training
under the tuition-aid plan. One-third indicated approval took 2 weeks
or less.

*If.the companies provide the financial support for the education and training,
these workers are not aware of it.
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PART . -EDUCATIONAL OPPORTUNITIES

TABLE 18: PLEASE INDICATE THE IMPORTANCE TO YOU PERSONALLY OF EACH OF
THE FOLLOWING POSSIBLE USES OF FURTHER EDUCATION AND TRAINING.

Not

a. To complete an educational program
,for a diploma, certificate, or

Important Important

degree 35:9% 64.1% 39

b.

c.

To meet new people

To become a more well-rounded

55.3% 44.7% 38

person 18.2% 81.8% 44

d. ,For social skills 41.0% 59.0% 39

e. To improve job performance 8.7% 91.3% 47

f. To learn skills for hobbies 51.3% 48.7% 39

g.

h.

To be a better union member

To improve my ability to read,
write, speak and do math

23.4%

17.5%

76.6%

82.5%

47

40

i. To be a better parent 35.9% 64.1% 39

j. To get a p-omotion 32.5% 67.5% 40

k. To improve family life 27.5% 72.5% 40

1. To prepare for another job or

m.

career

To better understand community

28.6% 71.4% 42

n.

issues

To learn more (knowledge for

31.0% 69.0% 42

the sake of knowledge) 22.2% 77.8% 45

0. To become a better worker 13.0% 87.0% 46

P. To prepare for retirement 20.0% 80.0% 40

The four most important uses of further education and training, by

rank, were: to improve job performance; to become a oetter worker; to

improve ability to read, write, speak, and do math; Lo become a more

well-rounded person.
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TABLE 19:

a.

WHICH OF THE FOLLOWING EDUCATIONAL
YOUR LOCAL AREA?

Private vocational, technical or

PROGRAMS

Yes

ARE AVAILABLE IN

Available

NNo Don't Know

b.

business schools

Public vocational, technical or

83.7% 2.3% 14.0% 43

business schools 87.8% 2.4% 9.8%' 41

c. 4-year college/university 78.0% 9.8% 12.2% 41

d. Community college 92.9% 2.4% 4.8% 42

e. High school 92.3% 0.0% 7.7% 39

f. Company-run schools or courses 41.2% 29.4% 29.4% 34

g. Union-run schools or courses 83.0% 4.3% 12.8% 47

h. On-the-job training 82.9% 9.8% 7.3% 41

i.

j.

Correspondence school

Community or social organization

63.9% 16.7% 19.4% 36

such as YMCA or church 78.9% 10.5% 10.5% 38

Respondents reported the most widely available educational programs
to be: community colleges; high schools; and public vocational,
technicalor business-schools. Responses i ndtcated workers-were-
least sure about the .availability of company-run schools or courses
(availability indicated as 41.2%, yes; 29.4%, no; and 29.4%, don't
know).

TABLE 20: AVAILABLE OR NOT, WHAT. IS YOUR PREFERENCE FOR EDUCATIONAL
PROGRAMS?



a. Private vocatIonal, technical or

PreferenceN
b.

business schools

Public vocational, technical or

56.8% 48:2% 37

business schools 62.2% 37.8%''" 37

c. 4-year college/university 42.4% 57.6% 33

Community college 82.4% 17.6% 34

e. High school 66.7% 33.3% 33

f, Company-run schools or courses 50.0% 50.0% 32

g. Union-run schools or courses 100.0% 0.0% 47

h. On-the-job training 97.7% 2.3% 44

i.

j.

Correspondence school

Community or social organization

24.2% 75.8% 33

such as YMCA or church 31.3% 68.8% 32

The preferred educational programs identified by respondents were:

union-run schools or courses, on-the-job training, and community

colleges. The least preferred programs were correspondence schools

and community or social organizations such as YMCA or church.

TABLE 21: IN WHICH OF THE FOLLOWING PLACES
CURRENTLY AVAILABLE?

ARE.EOUCATIONAL

Available
Yes ----NT---Oon't

--------- -

PROGRAMS

Know N

a. Work site 45.0% 37.5% .17.5% 40

b. Union hall 84.8% 8.7% 6.5% 46

c.

d.

Education institution

Community organization (YMCA,
church, etc.)

70.7%

57.9%

4.9%

18.4%

24.4%

23.7%

41

38

e. Library 45.0% 15.0% 40.0% 40

f. At my place of residence 27.8% 61.1% 11.1% 36
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The two places most frequently cited as providing educational programs
were the union hall and educational institutions. The least frequently
cited place was the employee's home. Forty percent of the respondents
didn't know about the availability of educational programs at libraries.

TABLE 22: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR THE LOCATION
OF EDUCATIONAL PROGRAMS?

Preference
Yes No

a. Work site 78.3% 21.7% 46

b. Union hall 87.2% 12.8% 47

c.

d.

Education institution

Community organi/ation (YMCA,
church, etc.)

78.0%

39.5%

22.0%

60.5% .

41

38

e. Library 40.5% 59.5% 37

f. At my place of residence 32.4% 67.6% 37

The union hall was the most preferred location for educational
programs, and the worker's home the least preferred.

TABLE 23: WHICH METHODS OF LEARNING ARE CURRENTLY

Yes

AVAILABLE?

Available
Know NNo Don't

a. Lectures or classes 71.7% 6.5% 21.7% 46

b. Workshops or conferences 60.5% 7.0% 32.6% 43

c. Correspondence courses 38.5% 23.1% 38.5% 39

d.

e.

Television or video cassettes

Radio, records, or audio

31.6% 34.2% 34.2% 38

cassettes 31.6% 39.5% 28.9% 38

f. Informal discussion groups 41.0% , 20.5% 38.5% 39

g. Private individual instruction 36.1% 27.6% 36.1% 36

h. On-the-job training 73.3% 11.1% 15.6% 45

i. Computer-assisted instruction 5.7% 40.0% 54.3% 35

ti

J. On my own 60.5% 31.6% 7.9% 38

41.8
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Lecture/classes and on-the-job training Were reported to be available

by a majority of respondents. Three in five of the respondents re-
ported workshops /conferences and learning on their own were available.
For the remainder of learning-methods, fOrty percent or fewer of the

respondents reported availability.

TABLE 24: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR METHODS OF

LEARNING?

Preference
Yes No N.

a. Lectures or classes 81.0%. 19.0% 42

b. Workshops or conferences 81.4% 18.6% ,,43

c. Correspondence courses 22.5%. 77.5% .40

d. Television or video cassettes 47.4% 52.6% 38

e. Radio, records, oar audio

cassettes 35.1% f4.9% 37

f. Informal discussion groups 66.7% 33.3% 42

g Private individual instruction 63.4% 36.5% 41

h. On-the-juJ training 88.0% 12.0% 50

i. Computer-assisted instruction 23.7% 76.3% 38

j. On my own 62.5%3 5% 40

On-the-job training, followed'by-workshops or conferences, followed

by lectures or classes were reported to be the preferred methods

of learning for more than 80% of the respondents. Those least

preferred were correspondence courses; computer-assisted instruction;

and radio, records, or audio cassettes.

TABLE 25: IF YOU WERE"TO PARTICIPATE IN AN EDUCATION OR TRAINING PROGRAM,

IS THERE A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFER TO LEARN?

Yes No Response N

Fellow workers 82.1% 17.9% 56

Supervisory or company administrative
personneT 33.9% 66.1% 56

Family members 23.2% 76.8% 56

Anyone interested in the program 53.6% 46.4% 56

No preference 12.5% 87.5% 56
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More,than eightY percent (87.5%) of the respondents indicated that
theywerewilling to participate in, an education or training program
with fellow workers.

TABLE 26: IS THERE ANY AGE GROUP YOU WOULD PREFER TO BE IN THE PROGRAM
WITH YOU?,

'Yes , No Response N

People who are my.wown'a§0 26.8%. 73.2% 56

People who are younger than I am 8.9% 91.1%

People who are older than Iam 17.9% 82.1% 56.

Any age group--age does not. matter 76.8% (23.21 56
....,,

About the-fourths of the respondents, indicated that age was un-
important in their preferences for fellow learners.
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PART D: INFORMATION AND ADVICE

TABLE 27:' HOW DID YOU RECEIVE. INFORMATION IN THE LAST SIX MONTHS ABOUT

ofeUR TUITION-AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE

TO YOU?

Tuition-
Aid.Plan

EduCation
& Trainin N.

(yes) (no) (yes no

.a. Employee-handbook 10.9% 89.1% 12.7% 87.3% 65'

b. Handouts to employees 3.6% 96.4% 9',1% 90.9% 55

c. Mailings to home 10.9% 89.1% 16.4% '83.6% 55

d.

e.

Bulletin board notices

In company newspapers or

1.8% 98.2% 9.1% 90.9% 55

newsletters 0.0% 100.0% 9.1% 90.9% 55

f. In union newspaper 30.9% 69.1% 25.5% 74.5% 55

g. At union meetings 30.9% 69.1% 41.8% 58.2% 55

h. At company meetings 1.8% 98.2% 5.5% 94.5% 55

i. From counselor or advisor 7.3% 92.7% 12.7% 87.3% 55

j. From,co-workers 9.1% 90.9% 10.9% 89.1% 55

k. From supervisors 1.8% '98.2% 7.3% 92.7% 55

1. From union representatives 29.1% 70.9% 36.4% 63.6% 55

m. Education catalogues or notices 5.5% 94.5% 9.1% 90.9% 55

The sources of information most commonly cited by respondents'were

union meetings, union representatives, and the union newspaper.

The least frequently cited information sources were, company meetings,

Company newspapers or newsletters, and supervisors.

TABLE 28: OF THE METHODS LISTED BELOW, PLEASE INDICATE THE THREE METHODS

THAT YOU FIND MOST HELPFUL.



Methods .

tmployee handbook

Handouts to employees

_

c. Mailings to home

d. Bulletin board notices

e. Company newspapers or
newsletters

f. In union newspaper

g. At union meetings.

h. At company meetings

i. From counselor or advfior

j. From co-workers

k. From supervisors

1. From union representatives

m. Education catalogues or
notices

1st

Choice

2nd
Choice

3rd
Choice Totals

7.1% . 1.8% 3.6% 12.5%

1.8% 0.0% 0.0% 1.8%

12.5% 1.8% 3.6% 17.9%

1.8% 0.0% 1.8%' 3.6%

_

12.5% 1.8%
_

0.0%
-

12.5% 14.3% 0.0% 26.8%

1.8% 12.5% 10.7%.. 25.0%

1.8% 0.0% 1.8% 3.6%

0.0% 1.8% 10.7% 12.5%

1.8% 1.8% 0.0% 3.6%

1.8% 1.8% 0.0% 3.6%

1.8% 1.8% 0.0% 3.6%

0.0% 1.8% 070% 1.8%

N=56 N=56 N-56

Of the choices offered, the union newspaper was selected by more of
the respondents as being helpful. It was followed by union meetings.
The method least frequently identified as-helpful was educational
catalogues/notices.

TABLE 29: IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR TUITION-
AID PLAN, FROM WHOM WOULD YOU LIKE TO ffT IT?

Yes No/No Response N

Co- workers 12.7% 87.3 %. 55

Supervisor .7.1% 92.9% ;6

Union representative 92.7% 7.3% 55

Company representative 12.7% 87.3% 55
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Nine in ten workers preferred 6- union representative as the source
of information on tuition-aid. The supervisor was the-least frequently
identified source.

TABLE 30: IS THERE A DESIGNATED INDIVIDUAL IN YOUR COMPANY OR UNION WHO
CAN PROVIDE ADVICE OR INFORMATION ABOUT EDUCATION AND CAREERS?

Company Union

Yes 20.0% Yes 73.6%

No 43.3% No 7.5%

Don't Don't
know 36.7% know 18.9%

N=30 N=53

Almost three-quarters of the respondents indicated that there was a
designated person in the union who could provide advice/information
about education and careers. About two in five of those responding,
reported therewas no company representative designated for this
purpose; and one in three did hct know whether therewas a company
representative to provide advice or information on education/careers.

TABLE 31: IN THE PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP
YOU WITH YOUR EDUCATION OR CAREER PLANNING?

Yes 36.6%

No 63.4%

N=41

A majority of the workers responding to this question indicated
that they had not seen this individual in the two years prior to
the survey.

TABLE 32: IN THE LAST SIX MONTHS, HAVE YOU SEEN THIS INDIVIDUAL TO
HELP YOU WITH YOUR EDUCATION OR CAREER PLANNING?

Yes 30.0%

No 70.0%

N=30

Of the 30 respondents to this question, slightly less than one-
third had consulted this individual for help in education or career
planning within the 13 months prior to the survey.
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TABLE 33: IF YOU HAVE SEEN A COUNSELOR OR ADVISOR, WAS IT USEFUL OR
HELPFUL?

Yes, very useful 58.8%

Soffiewhat useful 29.4%

No, not useful 11.8%

N=17

About 15 of the 17 respondents to this question reported their
meeting as "very" or "somewhat" useful.

TABLE 34: IFINDIVIDUALS WERE AVAILABLE TO TALK TO YOU ABOUT YOUR EDU-
CATIONAL OR CAREER PLANS, WOULD YOU GO TO TALK TO THEM?

Yes, definitely 56.9%

Maybe 35.3%

No 7.8%

N=51

A majority (56.9%Le_the-respindents indicated that they would
consult-with-ctrunselors/advisors if they were available, regarding

---66cation or career plans.
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PART E: INCENTIVES

TABLE 35: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO SEEK ADDITIONAL
EDUCATION OR TRAINING?

Yes 40:4%

No 29.8%

Dcr't
krv4w 29.8%

N=47

Forty point four percent (40.4%) of the respondents felt the company-7
encourage employees to seek additional education. or

AbUlit'One-third indicated that the company did not so courage its
employees, and another one-third didn't know.

TABLE 36: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO USE TUITION-AID
BENEFITS?

Yes 26.7%

No 24.4%

Don't /
know 48.9%

N=45

About one in four of those responding felt that the company
encouraged employees to use tuition-aid. Nearly half (48.9%) did
not know whether their company encouraged emplcyees to use these
benefits.

TABLE 37: DOES YOUR LOU:. UNION ENCOURAGE
EDUCATION OR TRAINING?

MEMBERS TO SEEK ADDITIONAL

Yes 88.9%

No 1.9%

Don't
know 9.3%

N=54

Almost nine in ten (88.9%) of the respondents indicated that the
union encouraged members to seek additional education or training.
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TABLE 38: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO USE TUITION-AID
BENEFITS?

Yes 62.7%

No 5.9%

Don't know 31.4%

N=51

Sixty-two point seven percent (62.7%) of those responding felt
that the union encouragedlits members to use tuition -aid. Slightly

less than one-third didn't know.

TABLE 39: HAVE ANY OF THE FOLLOWING PEOPLE ENCOURAGED YOU TO USE TUITION-
AID BENEFITS OR TO SEEK ADDITIONAL EDUCATION OR TRAINING?

Tuition-Aid Benefit

N

Education or Training

Yes No _ Yes No

a. Supervisor 4.8% 95.2% 21 5.0% 95.0% 20

b. Fellow. workers 14.3% 85.7% 21 19.0% 81.0% 21

c. Shop stewards 17.4% 82.6% 23 13.6% 86.4% 22.

. d.

e.

Union leaders

Friends outside

71.4% 23.6% 35 71.0% 29.0% 31

of work 28.6% 71.4% 21 36.4% 63.6% 22

f, Family 64.3% 35.7% 28 68.0% 32.0% 25

Union leaders and family were cited most frequently as encouraging
respondents to seek tuition-aid benefits specifically, and education/.
training generally; the supervisor was cited least frequently.

TABLE 40: DO YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE
ADDITIONAL EDUCATION CS TRAINING OR TO USE TUITION-AID

BENEFITS?
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Yes No

a. Letter of commendation 54.1% 45.9% 37

. Special events held honoring
students_ 34.3% 65.7% 35

c.

d.

Financial bonus

Consideration in career

71.8% 28.2% 39

development reviews 60.0% 40.0% 40

e. Wage increase 84.6% 15:4% 39

f.

g.

Publicity for participating

Additional job

32.3% 67.7% 31

responsibilities 71.1% 28.9% 38

h. Promotion or new job 83.7% 16.3% 43

Respondents indicated that the above incentives (with the exception
of "publicity for participation" and "special events honoring
students") could encourage employees to take additional education
or training or to use tuition-aid benefits.
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PART F: FACTORS AFFECTING PARTICIPATION

TABLE 41: THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE FURTHER.
- EDUCATION OR TRAINING. DO ANY OF THE FOLLOWING ACT AS A

PROBLEM FOR YOU.

A. Education and Training Programs

Yes,

It Is a Problem

The education or training
programs I want to take
are not offered 20.5%

Scheduling of education
offerings are not
convenient for me,

Programs are held far
away from me _

I do not have transporta-
tion to get to programs

Programs held in the evenin
are unsafe for me to go to

B. Information and Advice

I don't have adequate infor-
mation about courses that
are available 59.5%

I do not have adequate infor-
mation about what educational
institutions are available 46.3%

I do not hdve adequate advice
or counseling about available
courses and whether I am
qualified to take them 46.3%

I do not have adequate
advice or counseling
about available
educational institutions 44.2%

I do not have adequate
advice or counseling
about my career
opportunities 47.6%

No,

It Is Not a Problem N

79.5% 44

42.9% 42

51.2% 43

94.9% 39

g

:94.9% 39

40.5% 42

53.7% 41

53.7% 41

55.8% 43

52.4% 42

428



C. Personal and Family

I don't want to take
courses on my own
time

-41 I cannot_afford_
child care or
arrangements for
child care

I don't think I
could pass the
course

I don't have
enough free time
because of family
responsibilities

My work is too
hard and I am too
tired to take courses.

My work schedule can
not be rearranged to
take time off to
attend an educational
program

Educational programs
would take too long
for me to complete

My spouse (wife or husband)
doesn't want me to

My children don't want
me to

D. General

I don't think would
get promoted or get a
better job even if I

took some education

Favoritism in who gets
approval

If I take a course, my
company may think I
lack a skill Afft

-4C4WU
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Yes,

It is a Problem
No, it is

Not a Problem N

18.6% 81.4% 43

5.1% 94.9% 39

10.% 89.5% 38

44.2% 55.8% 43

17.1% 82.9% 41

44.2% 55.8% 43

16.3% 83.7% 43

2.6% 97.4% 39

0.0% 10 0.0% 39

31.0% 69.0% 42

35.9% 64.1% 39

7.5% 92:5% 40
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Overall, factors relating to information and advice were 'the most
commonly identified problems reported or affecting decisions
about whether or not to participate in education or training. The
aecond most important group of factors, though less prominent,
related to education and training programs available to employees.

A majority of those responding indicated as problems iaadequate
information about available courses (59.5%) and inconvenient
schedulingor educational offerings (57.1%). The next most frequently
cited problems were travel to and from the program site (48.8%),
inadequate advice /counseling about career opportunities (47.6%),
and inadequate advice/courcieiing about available courses (also
46.3%).

1430
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'TABLE-42: DO YOU PERSONALLY WANT TO TAKE. ANY FURTHER EDUCATION-OR-TRAINING?

Yes, definitely 51.9%

Yes, probably . 35.2%

No 13.0%

N=54

A majority of the respondents indicated a definite desire to pursue
education or training. Thirteen percent indicated that they did not
want further education or training.

TABLE 43: DO YOU PERSONALLY THINK THAT YOU NEED MORE EDUCATION OR TRAINING?

Yes, definitely 59.3%

Yes, probably 31.5%

No 9.3%

N=54

Three in five of the respondents indicated a definite, need for further
education and training. Nine point three percent (9.3%) indicated that
they did not personally believe they needed more educaticn or training.

TABLE 44: DO YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING,IN THE NEXT
TWO (2) YEARS?

Yes, definitely 45.1%

Yes, probably 39.2%

No 15.7%

N=51

Of the 51 responses, 23 indicated they definitely intended to continue.
their education or training in the two years after the survey. An

additional 20 indicated they probably would.

TABLE 45: DO YOU THINK YOU WILL USE YOUR TUITION-AID BENEFITS IN THE NEXT
(2) YEARS?

Yes, definitely 29.8%

Yes, probably 29.8%
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40.4%

N=47

About 30% of the respondents definitelyanticipate4using tuition-aid
within the two years after the survey. An equal number indicated that
theywould likely make use of the benefits. Two in five reported they
did not intend to take advantage of tuition-aid during that time period..

PART G: BACKGROUND INFORMATION

TABLE. 46: WHAT IS YOUR SEX?

Male Female

98.2% 1.8%

N=56

TABLE 47: HOW OLD ARE YOU?

Under 25 13.2%

25 - 34 17.0%

35 - 44 26.4%

45 - 54 18.9%

55 and o.',; 24.5%

N=53

Forty-three point four percent (43.4%) of the respondents were age 45 or
more.

TABLE 48: WHAT IS YOUR RACIAL BACKGROUND?

Black 13.0%

Whito 85.2%

Ameri,;an Indian or
Alaskan Native 1.9%

Asian or Pacific Islander 0.0%

N =54
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TABLE 49: IS YOUR ETHNIC HERITAGE HISPANIC?

Yes 9.3%

No 90.7%

N=43
r

AbO'ut 10% of thoie responding were of Hispanic ethnic heritage.

TABLE 50: WHAT IS YOUR CURRENT "MARITAL STATUS?

Single, never married' 8.9%

Married (not separated) 85.7%

Married (separated) 0'.0%

Widowed 0.0%

Divorced 5.4% L.

N=56

'TABLE 51: HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU?

# of dependents Children Other

0 20 (35.7%) 30 (53.6%)

1 11 (19.6%) 17 (30.4%)

2 10 (17.9%) 9 (16.1%),,-

3 7 (12.5%) 0

4 6 (10.7%) 0

5+ 2 (3.5%) 0

TABLE 52: IN WHAT YEAR WAS YOUR LAST CHILD BORN?

Year

before 1955

1955 - 1964

19657-1974

8.5%

44.7%

21.3%

4 3,3
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1975 - 1980 25.6%

N=47

Almost half of the respondents (47%) had children fifteen or younger.

TABLE 53: WHAT IS THE HIGHEST LEVEL OF EDUCATION YOU HAVE ATTAINED?

Some high school or less 34.5%

High school diploma or GED 38.2%

Some college, but no associate,
or bachelor's degree 25.5%

Associate degree 1.8%

Bachelor'stleir ee or higher 0.0%

N=55

Almost'40% of the workers surveyed completed high school or GED. One-
quarter had some postsecondary education, one-third had less than a
high school diploma.

TABLE 54: IN WHAT YEAR DID YOU ATTAIN YOUR HIGHEST LEVEL OF EDUCATION?

before 1955

1955 - 1960 51.0%

1961 - 1965 8.2%

1966 - 1970 8.2%

.1971 - 1975 14.3%

1976 - 1980 10.2%

N=49

Over half of the respondents attained their highest level of.education
before 1955.

TABLE 55: DO YOU HAVE A ONE-YEAR CERTIFICATE, TRADE LICENSE, PROFESSIONAL
LICENSE, OR JOURNEYMAN'S CERTIFICATE?

Yes \ 62.0%

No 38.0%

N=50

4t 4
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Three in five respondents had a one-year certificate, trade license,
professional license, or journeyman's certificate.

TABLE 56: WHICH OF THE FOLLOWING BEST DESCRIBES THE LOCATION OF THE PLACE
WHERE YOU LIVE?

Rural or farm community 20.0%

Small town or village
(less than 50,000 people) 22.0%

Medium-sized city or its
suburbs (50,000 -225,000
people) . 16.0%

Fairly large city or its suburbs
(250,000 - 500,000 people) 18.0%

'Very large city or its suburbs
(over 500 ,000 people) 24.0_

N=50

About 40% of those responding lived in a small town/village or rural/farm
community. Twenty-four percent ,(24.0%) were located in a very large city
or its suburbs.

TABLE 57:--WHAT_SHIFT DO YOU USUALLY WORK?

Day 87.2%

Evening 0.0%

Night 2.1%

Split 10.6%

N=47

Most of those responding worked the day shift, although 12.7% were on
either night or split shift.

TABLE 58: ON THE AVERAGE, HOW MANY HOURS PER 'WEEK DO YOU WORK ON THIS JOB?

1 - 19 20 - 29 30 - 39 40.- 49

0.0% 0.0% 4.0% 90.0%

5 - 59 60 or more

4.0% I 2.0% N=50
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Nine in ten respondents worked a 40-49 hour week on the job they held
at the time of the survey. Only 4% worked fewer hours and 6% worked
50 hours or more.

TABLE 59: WHAT IS YOUR PAY CATEGORY?

Hourly 98.1%

Salaried, but paid for
overtime 1.9%

Salaried, not paid for
overtime 0.0%

N=53

Almost all respondents were hourly workers.

TABLE 60: WHAT WAS YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE TAXES,
DURING 1978?

Less than $7,499

$7,500- $9,999

$10,000 - $12,499

$12,500 - $14,999

$15,000 - $17,499

$17,500 - $19,999

$20,000 - $22,499

$22,500 or more

1.9%

1.9%

7.7%

1.9%

11.5%

9.6%

19.2%

46.2%

N=52

Eighfy-six point five percent (86.5%) of those responding reported
an annual income of $15,000 or more. Incomes less than $10,000
were reported by 3.8% of the 'respondents.
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--1"ABLE HOW LONG HAVE YOU BEEN EMPLOYED IN THIS COMPANY ON A CONTINUOUS BASIS?

Less than one year
1 - 5 years
6 - 10 years
11 - 15 years
16_- 20 years
21 - 25 years
26 or more years

18.2
20.0
.5.4

7.2
7.2
9.1

-32.6

About 18% of the respondents hal been at their job for less than one year,

42.5% had been at their job over twenty years.

TABLE 2: HOW LONG HAVE YOU HELD YOUR CURRENT JOB OR POSITION IN THIS COMPANY?

a

Less than one year
1- 5 years
6- 10 years
11 - 15 years
16 - 20 years
21 - 25 years
26 or more years

69.1
16.4
3.6
1.8
1.8
1.8
5.4

The majority (69.1%) of the respondents indicated that they were at their

current job less than one year.

TABLE 3: HOW USEFUL HAVE THE FOLLOWING BEEN FOR YOUR CURRENT JOB?

Very Somewhat Not very Does not

Useful UiefUl '.Useful Useless Apply N

High sch61 52.5 32.5 7.5 0.0 7.5 40

education

Previous job 84.8 6.5 4.3 2.2 2.2 46

experience

Vocational 48.3 20.7 6.9 0.0 24.1 29

education or
training since
high school

Academic or 44.0 12.0 8.0 4.0 32.0 25

professional
education since

high school .Aq's
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Most of the respondents found their "previous job experience," and "High

School Education" very useful. The majority found all forms of learning/train-

ing as very/somewhat useful.

TABLE 4: ARE YOU FAMILIAR WITH EXISTENCE OF A TUITION-AID PLAN WHERE YOU WORK?

TI T2

Yes, very familiar 20.0 29.2

Yes, somewhat familiar 43.6 27.1

No, not familiar 36.4 43.8

(N=55) (N=48)

Twenty percent of the respondents at TI and 29.2% at T2 indicated that they

were "very familiar" with the Tuition-Aid Plan. About 36% at TI and 44% at T2

indicated that they were not familiar with the T-A. plan.

TABLE 5: IF YOU ANSWERED YES TO TABLE:4, DO YOU KNOW WHO SPONSORS THE PROGRAM?

Negotiated as part of company/union contract 25.9

Company sponsored 3.7

Union. sponsored 70.4 -

(1=27)

TABLE 6: IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION ABOUT YOUR TUITION-
AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE TO YOU?

Tuition-Aid Plan Education & Training

Ti T2 Tl T2

Yes 31.3 32.4 Yes 40.8 38.5

No 68:8 67.6 Nk. 59.2 61.5

(N=48,; (N =37) (N=49) (N=39)
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Thirty-one percent of the respondents at T1 and thirty-two percent at

T
2
reported receiving information on the T-A plan during the six months prior

to the survey -7 not much difference between Ti and T2. The percentage of work-

ers reporting receiving information on avialable education and training during

the six months prior to the survey declined from about 41% at T1 to 38.5% at

T
2

TABLE 7: ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION-AID PLAN?

T1 T
2

Yes 54.3 54.3

No 4.3 -.4.3

Don't knm 41.3 41.3

(N=46) (N=46)

The majority of the respondents at both T1 and T2 indicated that they were

eligible to take a course under the T-A plan.

TABLE 8: DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE UNDER YOUR

TUITION-AID PLAN?

T
1

TT2

Yes 50.0 45.7

No 50.0 54.3

(N=42) (N=40)

TABLE 9: WHAT OFFICE(S) OR INDIVIDUAL(S) MUST GIVE FORMAL APPROVAL TO AN

APPLICATION FOR TUITION -AID. BENEFITS?
r

Don't
Yes No ' know N

Employee's immediate supervisor 8.3 29.2 62.5 24

Supervisor of education & training 20.0 25.0 55.0 20

44
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Personnel department

Joint or mion education committee

The educational institution offering
the course

other company or union represen-
tative

Yes No
Don't
know N

5.3 36.8 57.9 19

63.3 0.0 36.7 30

20.0 25.0 55.0 20

23.8 28.6 47.6 21

About 6n of the respondents indicated that the approval of "joint or

union education committee" is needed. The larger percentage of "don't know"

responses indicates a lack of understanding on the part of the employees re-

garding app cation procedures.

TABLE 10: THE .Z ARE A LOT OF REASONS WHY PEOPLE. MAY NOT USE THEIR TUITION-AID
BENEFITS. DO ANY OF THE FOLLOWING ACT AS A PROBLEM FOR YOU?

Too much red tape in
applying for and getting
approval for education or
training

Education programs I want
to take are not covered
under the tuition-aid plan

Educational institutions
I want to go to are not
covered under the plan

I do not have adequate
information about the
tuition-aid plan

Not enough of the costs
are covered under the plan

I am not able to pay in
advance, even though I
will be reimbursed

I am not willing to pay
in advance

Yes,
it is a problem

No,
it is not a problem

,T11
T1 , T2

31.3 32.1 68.8 67.9

32.1 31.6 67.9 68.4

22.2 33.3 77.8 66.7

57.1 40.0 42.9 60.0

24.0 36.8 76.0 63.2

40.0 40.9 60.0 59.1

20.8 42.9 79.2 57.1
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At T. lack of information was the single factor that the majority of the

respondents reported as a problem. At T2, however, the employees' unwillingness

to pay in advance and inability to pay in advance, even though they are reim-

bursed, were reported and constituted the two most important problems.

PART B: PARTICIPATION IN EDUCATION AND TRAINING

TABLE 11: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING PROGRAM
IN THE LAST TWO (2) YEARS?

Education Program Training Program

T
1

T
2

Ti T2

Yes 22.0 11.8 Yes 29.6 12.5

No 78.0 88.2 No 70.4 87.5

(N=50) (N=51) (N=54) (N=48)

Twenty-two percent of the respondents at T1 and twelve percent at T2 said

that they had participated in a voluntary education program during the two

years prior to the survey. Relative to the training program, about 30% at T1 and

12% at T
2

said that they had participated.

TABLE 12: HAVE YOU PARTICIPATED' IN A VOLUNTARY EDUCATION OR TRAINING PROGRAM

IN THE PAST SIX (6) MONTHS?

Education Program Training Program

Yes 14.8

No 85.2

(N=27)

Yes

No

19.2

80.8

(N=26)

About 15% of the respondents indicated that they had participated in

voluntary education and 19.2% indicated that they had participated in a vol-

untary training program.
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TABLE 13: WHY DID YOU PARTICIPATE IN THE EDUCATION OR TRAINING PROGRAM

a. To get a degree, diploma, or certificate

b. To upgrade skills for present job

c. For a different job

d. For career advancement

e. For better wages

f..To prepare for retirement

g. For leisure time pursuits'

h. For general knowledge

i. For parenting skilli

j. For religious pursuits

k. To be a better union member

Yes No N

55.6 44.4 9

-75.0 25.0 12

72.0 27.3 11

76.9 23.1 13

76.9 23.1 13

45.5 54.5 11

54.5 45.5 11

81.3 18.8 16

44.4 55.6 9

37.5 62.5 8

78.6 21.4 14

Respondents to this question indicated that they participated in-voluntary

education or training (First 5 reasons in decreasing importance)

1. For general knowledge

2. To be a better union member

3. For better wages

4. For career advancement

5. To upgrade skills for present job

TABLE 14: PLEASE RANK YOUR REASONS FOR PARTICIPATING IN THE PROGRAMS BY PUTTING
THE LETTER OF THE REASON FROM TABLE 13 IN THE SPACES BELOW.

Reason

a. To get a degree, diploma, or certificate

b. To upgrade-skills for present job

c. For a different job

44a

First
Choice

Second
Choice

Third.
Choice

22.2 12.5 '0.0

11.1 0.0 20.0

0.0 0.0 25.0
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First
Choice

Second
Choice

Third
Choice 4

d. For career development 22.2 12.5 0.0

-----e-For better-wages 0.0 12.5 0.0

f. To prepare for retirement 0.0 0.0 0.0

g. For leisure time pursuits,

h. For general knowledge

0.0

22.2

12.5

12.5

0.0

20.0

i. For, parenting skills 0.0 0.0 0.0

j. For religious pursuits 0.0 0.0 0.0

k. To be a better union member 22.2 12.5 20.0

(N=9) (N=8) (N=5)

Reasons for participation most frequently indicated by respondents to this

question are:

1st Choice: Reasons a, d, h and k with equal weight. Small- number of employees

responding to this questiondbes not permit drawing definite conclusion:

24thoice: Reasons a, d, e, g, h and k with equal weight. Small sample

size does not permit ,drawing any definitive conclusion.

3rd Choice: Reasons b, c, e, h and-k with equal weight. Again, due to small

sample size one cannot draw any definitive conclusion.

TABLE 15: IF YOU PARTICIPATED IN AN EDUCATION OR TRAINING PROGRAM PLEASE
INDICATE HOW SATISFIED YOU WERE'WITH THE INSTRUCTION YOU RECEIVED.

Very Not Very ,

Satisfied Satisfied Satisfied Dissatisfied A

Private voca- 28.6. 71.4 , 0.0 0.0 , 7

tional/technical
or business school

Public-vocational, 28.6 71.4 0.0 0.0 7

technical, or busi-
ness

4-year college/ 0.0 100.0 0.0 0.0 2

.university

444
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Very
Satisfied Satisfied

Not '

Satisfied
Very
Dissatisfied

Community College 25.0 50.0 0.0 24.0 4

Company/union run
schools or courses 50.0 50.0 0.0 0.0

High school 60.0 20.0 20.0 _ 0.0 5

Registered appren-
ticesIlip 50.0 50.0 0.0 0.0 2

Corre.pondence
school 66.7 33.3 0.0 0.0

Commutility or social

organ zation such as
YMCA or church 33.3 66.7 0.0 0.0 3

Respondents reported general satisfaction with all education and training they

had received.

TABLE 16: PLEASE INDICATE WHICH OF THE FOLLOWING PAID FOR THE EDUCATION OR TRAIN-
ING YOU RECEIVED.

Yes(T1) No(Ti) Yes(T2) ,No(T2)

' r

You (self-paid) 61.5 38.5 88:9 11.1

Union 88.2 11.8 75.0 25.0

Company -- under tuition-aid plari 0.0 100.0 33.3 66.7

Company -- not under tuition-aid plan 36.4 63.6 0.0 100.0

Government (veteran's benefits, federal
loan or grant)

33.3 66.7 55.6 44.4

For those wor rs responding at TI the most common sources of financial assis-

tance for education d training were reported to be the company (under T-A plan),

followed by the government,. bait at T2 the workers reported themselves" followed by the

union as the major sources.
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TABLE 17: IF YOU PARTICIPATED- UNDER YOUR TUITION-AID PLAN, APPROXIMATELY HOW
LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO TAKE THE EDUCATION OR
TRAINING?

Less than one (1) week 18.2

1 week 9.1

2 weeks 0.0

3 weeks 9.1

4 or more weeks 63.6

(N.11)

For most workers who participated under the T-A plan, it took four or more

weeks 'to receive approval to take the education or training.

PART C: EDUCATIONAL OPPORTUNITIES

TABLE 18: PLEASE INDICATE THE IMPORTANCE TO YOU PERSONALLY OF EACH OF THE
FOLLOWING POSSIBLE USES OF FURTHER EDUCATION AND TRAINING.

To complete an educational program

Not
Important Important N

fora diploma, certificate, or degree 16.7 83.3 30

To meet new people 29.0 71.0 31

To become a more well-rounded person 12.1 87..9 33

For social skills 36.7 63.3 30

To improve job performance 5.6 94.4 36

To learn skills for hobbies 32.3 67.7 31

To be a better union member 11.1 88.9 36

To improve my ability to read, write,,
speak, and do math 15.6 84.4 32

To be a better parent 28.6 71.4 28

To get a promotion 33.3 66.7 30
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Not
Important Important. N

To improve family life 16.7 83.3 30

To prepare for another job or career 21.9 78.1 32

To better understand community issues 33.3 66.7 30

To learn more (knowledge for the sake
of knowledge) 5.6 94.4 36

To become a better worker 11.8 88.2 34

To prepare for retirement 20.0 80.0 35

The four most important uses of further education and training reported are:

(1) to learn-more; (2) to improve job performance; (3) to be a better union mem-

ber; and (-4/-to become :a better worker.

TABLE 19: WHICH OF THE FOLLOWING EDUCATIONAL PROGRAMS ARE AVAILABLE IN YOUR
LOCAL AREA?

Private vocational, technical or

Yes

Available

No Don't know

business schools 71.1 5.3 23.7 38

Public vocational, technical or 78.6 4.8 16.7 42

4-year college /university 70.0 15.0 15.0 40

Community college 78.0 .7.3 14.6 41

High School , 70.3 5.4 24.3 37

Company-rune schools or courses/ 41.2 17.6 41.2 ,34

Union-run schools or courses 82.1 5.1 12.8 39

On-the-job training 60.0 17.1 22.9 35

Correspondence school 54.5 18.2 27:3' 33

Community or social organization
such as YMCA or church 61.1 8.3 30.6 36

/
/

Respondents reported the most widely available program to be: union-run
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school or courses, public vocational, technical or business schools, followed

by community college. Those reported to be least available were: company-run

schools or courses, correspondence school and on-the-job training.

TABLE 20: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR EDUCATIONAL PROGRAMS?

Private vocational, technical or

Preference
Yes No

business schools 61.3 38.7 31

Public vocational, technical or
business schools 73.3 ---- 26.7 30

4-year college/university ,----65.4 34.6 26

Community college 73.3 26.7 30

High school 65.4- 34.6 26

Company-run schools or courses 76.0 24.0 25

Union-run schools or courses 91.9 '8.1 37

On-the-job training 84.6 15.1 39

Correspondence school 33.3 66.7 21

Community or social organization
such as YMCA or church 56.0 44.0 25

The three most preferred educational4rogramsidentified by respondents

were: Union-run school or courses, on-the-job training, and-company-run school

or courses. The least preferred programs were: correspondence school, community

or sodiaPorganizations such as YMCA or church followed by private:vocational,

technical or business schools.
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TABLE 21: IN WHICH F THE FOLLOWING PLA ES RE\EDUCATIONAL PROGRAMS CURRENTLY
AVAILABLE?

Available
\Yes No Don't know N

Work sit -441

------- I

Union hal
,-.=

72.5
,

Education institution "--./7 53.3

//
Community organization (YMCA,
church, etc.)

/
55.2

Library

11

40.6

At may place= of residence 21.4,

35.3 20.6 34

7.5 20.0 40

13.3 33.3 30

13.8 31.0 29

25.0 34.4 32

53.6 25.0 28

The/two places most frequently cited as providing educationalprogrdms were

Union hall, followed by Community organization (YMCA, Church, etc.). Those least

fre uently cited were the respondents' place of residence, followed by library.

.

TABLE 22: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE
TIONAL PROGRAMS?

FOR THE LOCATION

Preference

OF EDUCA-

NYes No

Work site 78.8 21.2 33

Union hall 89.2 10.8 .37

Education institution 78.6 21,4 28

Community organization (YMCA,
church, etc.) 55.6 414.4 27

Library 42.3 57.7 26

At my place of residence 33.3 6.7 27

Union hall, work site and education institution were the three most preferred

locations for educational programs.
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TABLE 23: WHICH METHODS OF LEARNING ARE CURRENTLY AVAILABLE?

Available
Don't know N ,Yes No

Lectures or classes 65.6 12.5 21.9 32

Workshops or conferences 60.0 13.3 26.7 30

Correspondence courses 50.0 17,9 32.1 28

Television ur video cassettes 33.3 79.9 40.7 27

Radio, records, or audio cassettes 40.7 25.9 33.3 27

Informal discussion groups 46.7 20.0 33.3. 30

Private individual instruction 39.3 28.6 32.1. 28

On-the-job training 62.5 9.4 28.1 32

Computer-assisted instruction 22.2 37.0 40.7 27

On my own 77.4 12.9 9.7 31

Learning on their own, lecture or classes, and on-the-job training were

reported'to be the three most available methods of learning. The least available

methods were reported to be oomputer'assi.sted instruction, TV or video cassettes,

and radio, records, or audio cassettes.

TABLE 24: AVAILABLE OR NOT WHAT IS YOUR PREFERENCE

,

FOR METHODS OF

Preference

LEARNING?

NYes No

Lectures or classes 90.3 9.7 31

Workshops or conferences 94.1 5.9 34

Correspondence courses 30.8 69.2 26

Television or video cassettes

records, or audiocassettes.

42.3

32.0

57.7

68.0

26

Radio, 25

Informal discussion groups 70.4 29.6 27



Yes No N

Private individual instruction 70.0 30.0 30

On-the-job training 95.0 5.0 40

Computer-assisted instruction 28.0 72.0 25

On my own 70.0 30.0 30

On-the-job training, Workshops or conferences, and.lectures or classes were

reported to be the preferred methods of learning for more than 90% of the respon-

dents. Those methods least preferred were computer-assisted instruction and

correspondence courses

..e

TABLE 25: IF YOU WERE TO PARTICIPATE IN AN EDUCATION OR TRAINING
THERE A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFER

les-

PROGRAM, IS
TO LEARN?

No/No Response

Fellow workers 65.5 34.5 55

Supervisory or company administrative
personnel 21.8 78.2 55

Familpmembers 20.0 80.0 55

Anyone interested in the program:' 50.9 49.1 55

No preference 18.2 81.8 55

About 66% of the respondents indicated that they were willing to participate

in an education or training program with their fellow workers. And some 51%

indicated that they were willing to participate with anyone interested in the

program.
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TABLE 26: IS THERE ANY AGE GROUP YOU WOULD PREFER TO BE IN THE PROGRAM WITH
YOU

Yes 'No/No response

People who are my ow . .ge 38.2 61.8 55

People who a younger than I am 14.5. 85.5 55 0

People who are older than I. am 21.8 78.2 55

Any age group - age does not matter 76.4 .23.6 '55

The majority (76.4%) of the respondents indicated that age was unimportant in

their preferences for fellow learners.

PART D: INFORMATION AND ADVICE

TABLE 27: HOW DID YOU RECEIVE INFORMATION IN THE LAST SIX MONTHS ABOUT YOUR
TUITION-AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE TO YOU?'

T-A Plan Ed. & Training
Yes(Ti) Yes(T2) Yes(T1) Yes(T2)1

. it

a. Employee handbook 10.9 5.5 12.7 18.2

b. Handouts to employees 3.6 0.0 9.1 ' 5.5

c. Mailings to home 10.9 14.0- 16.4 . 16.4

d. Bulletin board notices 1.8 5.5 9.1 10.9
.

e. In company newspapers or
newsletters 0.0 3.6 9.1 7.3

f. In union newspaper 30.9 30.9 25.5 27.3

g. At union meetings 30.9 34.5 41.8 27.3

h. At company meetings 1.8 5.5 5.5 3.6
...

i. From counselor or advisor 7.3 10.9 12.7 7.3

. From co-workers 9.1 14.5 10.9 12.7

k. From supervisors 1.8 1.8 7.3 1.8
/

1. From union representatives 29.1 30.9 30.4 15 4 4
..

m. Education catalogues or notices 5.5 1.8 9.1 5.5

452
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The source of information most commonly cited by the respondents at Tl were:
'Pion meetings aAd iiniun newspapers, followed by the union representatives. Exactly
the same responses were obtained at 12 with respect to the most preferred source
of information.

The least frequently cited source of information at Tl were: company news-
paper or newsletter,

supervisors, and bulletin board notices. But at T2 handouts
to employees, education catalogues or notices, and supervisors were least cited
as sources of information.

Regarding education and training, the pattern of the employees' responses
was the same as their responses to the T-A plan.

TABLE 28: OF THE METHODS LISTED IN TABLE 27 ABOVE, PLEASE INDICATE THE THREEMETHODS THAT YOU FIND MOST HELPFUL.

First Second Third
Choice Choice Choice

a. Employee handbook
10.7 4.5 4.8

b. Handouts to employees 0.0 0.0 0.0

Mailings to home 14.3 9.1 19.0

d. Bulletin board notices 0.0 4.5 4.8-
.

e. In company newspapers or
newsletters 3.6 4.5 9.5

f. In union newspaper 21.4 31.8 4.8

g. At union meetings
35.7 22.7 4.8

h. At company meetings
7.1 0.0 0.0

i. From counselor or adviser 0.0 18.2 23.8

j. From co-workers
3.6 0.0 9.5

1. From union representatives 3.6 4.5 4.8

m. Education catalogues or notices 0.0 0.0 14.2

(N=28) (N=22) (N=21)
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0

As th: chnira, 35.7% of the respondents found union meetings, and

21.4% indicated that the union newspaper as the most helpful method of receiv-

inginformation. As the second choice, about 32% of the '- espondents indicated

that union newspaper as the most helpful method of receiving information and about

23% indicated union
meetings as the most helpful method. As their third choice,

Y
counselor or advisor and information mailed to their home were cited by 23.8%

and 19.0% of the respondents, respectively, as the most helpful method.

TABLE 29: IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR TUITION-AID

PLAN, FROM WHOM WOULD YOU LIKE TO GET T.T?

Yes(T1) Yes(T2)*

Co-workers
g2.7

5.5

Supervisor
7.1 5.5

Union representative
92.7 80.0

Company representative
12.7

7.3

Respondents most frequently, 92.7% of the time,'at T. and 80% of the time

at T2, cited union representative as their preferred source of information.

Both at T. and T
2'

supervisors were reproted as the least preferred souce

of information.

* The balance between those who said "yes" and 100 represents the percent of

those who either said "no" and/or did not respond to the particular question.
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TABLE 30: IS THERE A DESIGNATED
PROVIDE ADVICE

Company

INDIVIDUAL
OR INFORMATION ABOUT

T
2

IN YOUR COMPANY
EDUCATION AND

Union

OR UNION WHO CAN
CAREERS?

T
1

T
2

\\
Yes * 20.0 16.7 Yes 73.6 74.4

\ No 43.3 11.1 No 7.5 0.0

Dor't know 36,7 72.2 Don't know 18.0 25.6

(N=53)'(N=18) (N=53) (N=18)

Twenty percen* of the respondents at T1 and 16.7%.,at T2 indicated that there

is a designated person in the company who can provide advice/information on

education and careers. But 73.6% of the respondents at T1 and 74.4% ac T2

indicated that there is a designated person in the union who can provide

advice/information on education and careers.

TABLE 31: IN THE PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU WITH
YOUR EDUCATION OR CAREER PLANNING?

Yes

No

T1 T
2

36.6 30.0

63.4 70.0

About 37% of the respondents at TI and 30% at-_T2 indicated that they had

seen this indivdual in the two years prior to the survey.

TABLE 32: IN THE LAST SIX MOFfHS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU WITH
YOUR EDUCATION nP CAREER PLANNING?

T
1

T2

Ye. 30.0 20.8

No 70.0 79.2

(N=30) (N=24)
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Thirty percent of the respondents at Tl and 20.8% at 12 indicated that they

had consulted this individual for help in education or career planning within the

six months prior to the survey.

TABLE 33: IF.

\

YOU HAVE SEEN A COUNSELOR OR ADVISOR, WAS IT USEFUL OR HELPFUL?

T2

Yet very useful 58.8 54.5

Somewhat useful 29.4 36.4

No, not useful 11.8 9.1

(N =17). (N=11)

About 59% of the respondents at TI and 54% at 12 who had seen a counselor

or advisor reported the meeting as "very useful." Another 29.4% at Tl and

36.4% at T
2

described it as "somewhat useful."

TABLE 34: IF INDIVIDUALS WERE AVAILABLE TO TALK TO YOU ABOUT YOUR EDUCATIONAL
OR CAREER PLANS, WOULD YOU GO TO TALK TO THEM?

T1 T2

Yes, definitely 56.9 59.1

Maybe 35.3 29.5

No 7.8 11.4

(N=51) (N=44)

The majority of the respondents at T./ and 12 indicated that they would talk

to a counselor/advisor if they were available regarding education or career

plans.
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TABLE 35: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO SEEK ADDITIONAL EDUCATION
OR TRAINING?

T1 T,
.......

Yes 40.4 48.7

No 29.8 20.5

Don't know 29.8 30.8

(N=47) (N=39)

/
About 40% of the respondents at T

1
and about 48.7% at T

2
indidated

'that

the compahy.does encourage employees to seek additional education or training.

About 30% of the emplc. at T1 and 20% at T2 indicated that the company

does not so encourage its employees.

TABLE 36: DOES YOUR COMPANY ENCOURAGE-EMPLOYEES TO USE TUITION-AID BENEFITS?

Tl T2

Yes 26.7 16.2

No 24.4 27.0

Don't know 48.9 56.8

(N=45) (N=37)

About 27% of the respondents at T1 and 16% at T2 indicated that the com-

pany encourages employees to use Tuition-Aid. However, 24.4% at T1 and 27%

at T
2

indicated that the company does not encourage employees to use Tuition-Aid.
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TABLE 37: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO SEEK ADDITIONAL EDUCATION

OR TRAINING?

T
1

TT2

Yes 26.7 80.9

No 24.4 0.0

Don't know 48.9 19.1

(N=45) (N=47)

About 27% of the respondents at T1 and a significantly higher percentage

(80.9%) at T2 indicated that their local union encourages the members to

seek additional education or training.

TABLE 38: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO USE TUITION-AID BENEFITS?

71
T2

Yes 62.7 48.9

No 5.9 2.2

Don't know 31.4 48.9

(N=51) (N=45)

About 63% of the respondents at T1 and about 49% at T2 indicated that

their local union does encourage them to use Tuition-Aid benefits.
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TABLE 39: HAVE ANY OF THE FOLLOWING
/1TM
MAU ocimrila OR TO SEEK

PEOPLE ENCOURAGED YOU TO USE TUITION-
ADDITIONAL EDUCATION OR TRAINING?

Tuition-Aid Benefit Education or Training

Yes No N Yes No N

Supervisor 0.0 100.0 15 20.0 80.0 15

Fellow workers 33.3 66.7 15 40.0 60.0 15

Shop steward(s) 29.4 70.6 17 38.9 61.1 18

Union leaders 55.6 44.4 27 70.4 29.6 27.

Friends outside of
work 38.9 61.1 18 35.1 64.1 17

Family 66.7 33.3 3 100.0 0.0 1

'About 67% of the respondents indicated receiving encouragement from their

family to use T-A benefits and 55.6% indicated that they received such encourage-

ments from their union leaders. A similar Vattern was observed regarding the

encouragement to use education or training.

TABLE 40: DO YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE ADDIlIONAL
EDUCATION OR TRAINING OR TO USE TUITION-AID Br1" r7ITS?

Yes No

Letter of commendation 50.0 50.0 2.(J

Special events held honoring
students 40.0 60.0 25

Financial bonus 82.0 17.2

Consideration in career
development reviews 60.7 39.2 48

Wage increase 86.5 1a.5

Publicity fr- ,participating 22.7 77.3 22

Additional job responsi-
bilities 76,7 23.3 30

Promotion or new joil 82.9 17.1 35
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"t he majority of the respridents to this question indicatad that all of the

above.incentives, except "Publicity for participating," and "4ecial events held

honoring students," could encourage workers to take additio.11 education or

training or to use Tuition-Aid benefits.

PART F: FACTORS AFFECTING PARTICIPATION

TABLE 41: THERE ARE A LOT OF REASONS WHY PEOPLE MAY Nei PURSUE FURTHER EDUCATION

OR TRAINING. DO ANY OF THE FOLLOWING

A. Education and Training Programs

ACT "S A PROBLEM FOR YOU.

"es, it is No, it is not

a Jroblem a problem

T
1

T
2

7 T2
2

The education or training programs
I want to take are not offered 20 5 31.s 79.5 68.8

Scheduling of education offerings
are not convenient for me .'..9 42.9 58.1

Programs are held far away, for me 48.8 50.0 51.2 50.0

I do not have transportation to
get to programs 5.1 10.0 94.9 90.0

Programs held in the evening are
unsafe for me to go to 5.1 9.7 94.9 90.3

B. Informatich and Advice

I don't have adequate information
about the cotirses that are available 59.5 57.1 40.5. 42.9

I do not have adequate informltion-
about what educational instite:cms
are available VI 46.3 54.5 53.7 33.3

I do rot have adequate advice or
counseling about available courses
and whether I am qualified to
take them 46.3 66.7 53.7 33.3

I do not have adequate advice or
counseling about available
educational institutions 44.2 62°.5 55.8 37.5

I dc not have adequate advice or
counseling about my career opportunities 47.6 67.6 52.4 32.4
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C. FamilY

I don't want to take
courses on my own time

I cannot afford child care or
make arrangements for child care

I don't think I could pass the
course

I don't have enough free time
because of family responsibilities

My work is too hard and I am too
tired to take courses

My work schedule cannot be
rearranged to take time off to
attend an educational program

Educational programs would take
too -long for me to complete

My spouse (wife or husband)
doesn't want me to

My children don't want me to

O. General

I don't think I would get promoted
or get a better job even if I took
some education

Favoritism in who gets approval

If I take a course, my company may
think I lack a skill

Yes, it is
a problem

No, it is not
a problem

1
T
2

T
1

T
2

18.6 9.1 81.4 90.9

5.1 11.1 94.9 88.9

10.5 3.3 89.5 96.7

44.2 33.3 55.8 66.7

17.1 10.7 82.2 89.3

44.2 50.0 55.2 50.0

16.3 29.4 133.7 70.6

2.6 3.7 97.4 96.3

0.0 7.7 100.0 92.3

31.0 21.9 69.0 78.1

35.9 29.6 64.1 70.4

7.5 11.5 92.5 88.5

Overall, both at Tl and T2, factors relating to information and advice were

the most serious problems identified by workets.as affecting their decisions about

whether or not to participate in education or training. Among the "education

and training program" variables, the majority of the respondents both at Ti and

T2 indicated the scheduling,of education offerings were not convenient for thern.
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Of the "personal problems," 44.2% of the respondents at T1 and the majority at

T2, pointed out that they did not have enough free time beeause of family

responsibilities, and their work schedule could not be rearranged to take time

off to attend an educational program. Relative to the "general problems,"

about 36% of the respondents at T1 and about 30% at T2 indicated "favoritism

in who gets approval," constituted a problem.

TABLE 42: DO. YOU PERSONALLY WANT TO TAKE ANY FURTHER EDUCATION OR TRAINING?

T
1

T2

Yes, definitely 51.9 45.7

Yes, probably 35.2 32.6

No 13.0 21.7

(N=54) (N=46)

About 52% of the respondents at T1 and 46% at T2 indicated that they

definitely wanted to take further education or training. Thirteen percent

at T
1
and about 22% at T

2
indicated that they were not interested in any fur-

ther education or training.

TABLE 43: DO YOU PERSONALLY THINK THAT YOU NEED MORE EDUCATION OR TRAINING?

T1 T2.

Yes definitely 59.3 41.3

Yes, probably 31.5 39.1

No 9.3 19.6

(N=54) (N=46)

4C2
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About 591 UT u reipundela.s a G T1 and 417i ca. 72 15dicatEd that they

definitely needed more education or training. Slightly over 9% at T1 and near

20% of the respondents at T2 indicated that they did not need any more educa-

tion or training.

TABLE 44: DO YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN THE NEXT
TWO (2) YEARS?

T1 T2

Yes, definitely 45.1 25

Yes, probably 39.2 35

No 15.7 40

(N=51) (N=40)

About 45% of the respondents at T1 and only 25% at T2 indicated that they

definitely intended to continue their education or training in the next two

years. Over 39% at T1 and 35Z of the respondents at T2 indicated that they

"probably would continue their education or training in the next two years.

TABLE 45: DO YOU THINK YOU WILL USE YOUR TUITION-AID BENEFITS IN THE NEXT (2)
YEARS?

T1
2

Yes, definitely 29.8 31.6

Yes, probably 29.8 23.7

No 40.4 44.7

(N=47) (N=38)

Close to 30% of the respondents at T1 and about 32% at T2 believed that they
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411 T_A knnnf44.e in 4,n next two vaarc. nvpr ant at T. and about 45% atWilt UftlIto 1te 11.1,wit..1.... let 40%

T
2

indicated that they did not think that they.will use T-A benefits in the

next two years.

PART G: BACKGROUND INFORMATION

TABLE 46: WHAT IS YOUR SEX?

Male

Female

T1 T
2

98.2 100.0

1.8 0.0

(N=56) (N=53)

TABLE 47: HOW OLD ARE YOU?

Under 25

T1

13.2

T
2

2.0

25 - 34 17.0 16:0

35 - 44 26.4 18.0

45 - 54 18.9 34.0

55 and over 24.5 30.0

(N=53) (N=50)

While over 30% of the respondents at Tl were below age 35, only 18% of

the respondents' at T2 were below 30, showing that the respondents at T2 were, on

the average, "older" than those at T1.
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TA LL'.
An-
VQ. WHAT IS OUR RACIAL BACKGROUHN

,

Ti
T2

Black 13.0 10.0

White 85.:. 90.0

American Indian
or Alaskan Native 1.9 0.0

Asian or Pacific
Islander 0.0 G.0

(N=54) (N=50)

Thirteen precent of the resplindents at Tl and 10% at T2 were blacks.

Ninety percent of the respondent at as as compared with 85.2% at Ti, were

whites.

TABLE 49: IS YOUR ETHNIC HERITAGE HISPANIC?

Ti

Yes 9.3 5.9

No 90.7 94.1

(N=43) (N=34)

About 9% of the respondents at TI and 6% at 12 were of Hispanic Ethnic

Heritage.

TABLE 50: WHAT IS YOUR CURRENT MARITAL STATUS?

Ti T2

Single, never married 8.9 9.6

Married (not separated) 85.7 80.8

Married (separated) 0.0 1.9
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Widowed

Divorced

Tl

0.0 0.0

5.4 7.7

(N=56) (N=52)

About 86% of the respondents at TI and 81% at T2 were married (not separ-

ated). The percent "divorced" at T2 was higher than that of TI by more than

two percentage points.

TABLE 51: HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU?

# of dependents Children Others

0 52.7 67,3

1 12.7 30.9

2 20.0 1.8

3 7.3 0.0

4 0.0 0.0

5+ 7.2 0.0

(N=26) (N=18)

Abet 33% of the respondents had 1 - 2 dependent children. And about

31% had one dependent other than children.

TABLE 52: IN WHAT YEAR WAS YOUR LAST CHILD BORN?

Year Percent

Before 1955 21.0

1955'- 1964 34.3

1965 - 1974 31:7

1975 - 1980 13.1
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About 20% of the respondents reported that they had attained their highest

level of education during the past 10 years. pri0r to the survey. And 6.9%

indicated that they received_it during the past five years.

TABLE 55: DO YOU HAVE A ONE-YEAR CERTIFICATE, TRADE LICENSE, PROFESSIONAL
LICENSE, OR JOURNEYMAN'S CERTIFICATE?

Yes

No

61.7

38.3

(N=47)

The majority (61.7%) of the respondents reported as having a one-year

certificate, trade license, professional license, or journeyman's certificate.

TABLE 56: WHICH OF THE FOLLOWING BEST DESCRIBES THE LOCATION OF THE PLACE
WHERE YOU LIVE?

Rural or farm community 10.2

Small town or village
(less than 50,000-people)

Medium-sized city or its
suburbs (50,000 - 25,000
people)

Fairly large.city or its
suburbs (250,000,- 500,000
people)

34.7

16.3

18.4

Very large city or its
suburbs (over 500,000 people) 20.4

(N=49)

About one out of every five respondents came from a very large city or its

suburbs; and anothet. 18.4% came from a very large city or its suburbs.

of every 10 respondents came from the rural or farm community.

467
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About 13 percent of the responuc.nts indiCated that their last child was

born during the 1975 - 80 period; and another 31.7% indicated that their last

child was born between 1965 drd 1974.

TABLE 53: WHAT IS THE HIGHEST LEVEL OF EDUCATION YOU HAVE ATTAINED?

Some high school or less

High school diploma or GED

Some college, but no associate or
bachelor's degree

Associate degree

Bachelor's degree or higher

T1 T2

34.5

38.2

41.2

41.2

25.5 13.7

1.8 2.0

0.0 2.0

(N=55) (N=51)

The majority of the respondents, both at T1 and T2 had 4 high school diploma

or GED, or less education. While none of the respondents at Tl had a bachelor's

degree or higher, two percent of the respondents at T2 reported having a

bachelor's degree or higher.

TABLE 54: IN WHAT YEAR DID YOU ATTAIN YOUR HIGHEST LEVEL OF EDUCATION?

Before 1955

1955 - 1960

1961 1965 .

1966 - 1970

1971 - 1975

1976 - 1980

65.2

10.8

0.0

4.3

13.0

6.9
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TABLE 57: WHAT SHIFT DO Y0U USUALLY WORK?

Day 93.6

Evening 6.4

Night 0.0

Split 0.0

(N=47)

About 94% of the respondents worked during the day, and only 6% worked

in the evenings.

TABLE 58: ON THE AVERAGE, HOW MANY HOURS PER WEEK DO YOU WORK ON THIS JOB?

# of hours worked

00 - 19 0.0

20 - 29 0.0

30 - 39 5.4

40 - 49 93.2

50 - 59 0.0.

60 or over 2.3

(N=44)

About 33% of the respondents worked 40 - 49 hours per week, and another

2.3%,Worked 60 or more hours per week. Only 4.5% of the respondents worked

less than 40 hours.
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TABLE 5 : WHAT IS YOUR PAY CATEGORY?

Hourly 100.0

Salaried, but paid for
overtime 0.0

Salaried, not paid for
overtime 0.0

All of the respondents were paid on an hourly basis.

TABLE 60: WHAT WAS YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE TAXES,
DURING 1978?

T1

Less than $7,499 1.9 4.3

$7,500 - $9,999 1.9 4.3

$10,000 - $12,4999 7.7 8.7

$12,500 - $14,999 1.9 0.0

$15,000 - $17,499 1.9 0.0

$17,500 - $19,999 9.6 21.7

$20,000 - $22,499 19.2 21.7

$22,500 or more 46.2 30.4

(N =52) (N =46)

About 86% of the respondents at T1 and 82% at 12 earned an annual income

of $15,000 or more.
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PART A: GENERAL INFORMATION

----

TABLE 1: -WHAT IS THE NAME OF YOUR UNION AND WHAT IS YOUR LOCAL UNION NUMBER?

Absolute Adjusted
Union freq freq()

1. CEUI 19 20.0
2. CSEA 76 80.0
3. No Resonse 3 Missing

Total W 100.0 (iL :. 1

Of the total pool of 95 respondents to this question, 80% identified there.

selves as CSEA members, 20% identified themselves as CEUT members. Three worker:

taking the survey did not respond.

TABLE 2: HOW LONG HAVE YOU BEEN EMPLOYED IN THIS COMPANY ON -1TINUOUS BASIS?

A. Less than one (1) year. (Number of months )

Relative AdjusteJ Cum
Absolute freq freq freq

Month freq 1%1_ L La
3
4

5

8
9

0*
Total

1 1.0 14.3 :4.3
1 1.0 14.3 28.6
3 3.1 42.9 71.4
1 1.0 14.3 85.7
1 1.0 14.3 100.0

91 92.9 Missing 100.0
13$ 1TRYX 100.0 (N=7)

B. Year(s) (to thcclosestyear)

Year
Absolute

Ltise

Relative
7req
'tfv)

-utg..--

1 8 13.2

2 15 15.3
3 6 6.1

4 6 6.1

5 8 8.2
7 4 4.1
8 3 3.1

9 2 2.0

Adjusted Cum
fre'; freq

_J%) (%)

9.3 9.3
17.4 26.7
7.3 33.7
7.0 40.7
9.3 E0.0
4.7 54.7
3.5 58.1

2.3 60.5

* Zero for Table 2A represents the 91 workers who have been employed for one
or more years or did not respond.
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Year
Absolute

_..._q'e

Relative
freq
( %)

Adjusted Cum
freq freq
( %)

10 7 7.1 8.1 68.6
11 5 5.1 5.8 74.4
12 4 4.1 4.7 79.1
13 2 2.0 2.3 81.4
14 2 2.0 2.3 83.7
15 2 2.0 2.3 86.0
16 3 3.1 3.5 89.5
17 1 1.0 1.2 90.7
18 2 2.0 2.3 93.0
19 2 2.0 2.3 95.3
20 1 1.0 11.2 96.5
21 1 1.0 i, 1.2 97.7
27 1 1.0 1.2 98.8
35** 1 1.0 1.2 100.0
0 12 12.2 Aissing 100.0

Total ?X 170 UO.0 (N.86)

Notes on Tables 2A and B:

These tablet are, for the most part, self-explanatory. Frequency types are

illustrated by the following example relating to the second'line in Table 2A.

Month/Absolute frequency -- Of the 98 workers taking the survey, one has been

mployeil for four months.

Relative frequency -- One percent of the total samp.e, (98 wv.kers) has been

employed for four months.

. Adjusted frequency -- 14.3% of the seven respondents to this question (who have

worked for the state for less than one year) have been with the state for four months.

Cumulative frequency -- 28.6% of the respondents to this questic.. (still seven

individuals) have worked for the state for four months or less.

Table 2A -- Seven individuals, or approximately 7% of the total number workers

Surveyed, indicated that they have been employed by the state less than one year.

Table 2B -- Eighty-six individuals or approximately 86% of the total number of

workers, surveyed indicated that, they have been 'employed by the, stLte for one year

or longer. Fifty percent of these respondents indicated that they have been with

the state for five years or less.

* Zero for Table 2B represents the 12 workers who either have been empl 3yed for

_less than one year or who did not respond.



TABLE 3: HOW LONG HAVE YOU HELD YOUR CURRENT JOB OR POSITION IN THIS COMPANY?

A. _ess than one(1) year (Number of months )

Relative Adjusted Cum
Absolute freq, freq freq

Months nleq LL ( %)

2

3

4

5

6

8
0

Total

2 2.0 13.3 13.3
1 1.0 6.7 20.0
3 3.1 20.0 40.0
4 4.1. 26.7 66.7

1 1.0. 6.7 73.3
4 4.1 26.7 100.0

83 84:7 Missing 100.0
--g$ N.15)160.0 100.0

B. Year(s)

Year

(to the closest

Absolute
freq

year)

Relative.

freq
(0!

Adjusted
freq
W!

Cum
freq
(%)

1 10 10.2 12.0 12.0
2 15 15.3 18.1 30.1

3 7 7.1 8.4 38.6

4 4 4.1 4.8 43.4
5 8 8.2 9.6 53.0
6 5 5.1 6.0 59.0
7 4 4.1 4.8 63.9

8 2 2.0 2.4 66.3

9 3 3.1 3:6 69.9

10 7 7.1 8.4 78.3
11 4 4.1 4.8 83.1

12 3 / 3.1 3.6 86.7

13 1 // 1.0 1.2 88.0

15 1 / 1.0 1.2 89.2
16 3 // 3.1 3% 92.8

18 2 2.0 2.4 95.2

19 1 1.0 1.2 96.4

20 1 1.0 1.2 97.6

21 1 1.0 1.2 98.8

25 1 1.0 1.2 100.0

0
Total

// 15
IF

15.3
1D-076

Missing 100.0
(N=83)1-00.11

Table 3A -- Fifteen individuals (or approximately 15% of the total number of

workers surveyed) indicated that they have held their current job for less than one

\year.



Table 3B -- Eighty-three individuals (or approximately 85% of the total

number of workers surveyed) indlcated that they have held their -,:urrent job for

one year or longer.

TABLE 4: HOW USEFUL HAVE THE

a. High school

FOLLOWING BEEN FOR YOUR CURRENT JOB?

Very Somewhat Not Very
Useful Useful Useful Useless

Joes not
Apply N

education 52.1 34.0 5.3 4.3 4.3 94

b. Previous job
experience 42.2 32.2 5.6 4.4 15.6 90

c. Vocational educa-
tion or training
since high school 18.8 21.3 7.5 3.8 48.8 80

d. Academic or pro-
fessional experi-
ence since high
school 21.3 17.5 6.3 5.0 50.0 80

Most workers report their high school education or previous job experience as

being very-somewhat useful'for their current job.

TABLE 5: ARE YOU FAMILIAR WITH EXISTENCE OF A TUITION AID PLAN WHERE YOU WORK?

1. Yes, very familiar 3.1%

2. Yes, somewhat familiar 22.4%

3. No, not familiar 74.5%
(N=98)

Seventy-four point five percent of the respondents indicated that they were not
P

familiar with a tuition aid plan. Although 22.4% reported some degreJ of awareness

regarding a plan, only 3.1% considered themselves my familiar 1th a plan.

TABLE 61 IF YOU ANSWERED YES TO QUESTION , DO YOU KNOW WHO SKINSORS THE P4GRAM?

1. Negotiated as part of
company/union contract 19.2%

2. Company sponsored ,.. :76.9%

3. Union sponscred 1.8%
(N=26)



Approximately 77% of the respondents felt that their plan was company-sponsored

About 19% thought that the plan was negotiated, and about 4% attributed sponsorship

of the plan to the union.

TABLE 7: IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION ABOUT YOUR TUITION
AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE TO YOU?

Tuition Aid Plan Education & Training

1. Yes 4.4% 1. Yes 28.9%
2. No 95.5% 2. No 71.1%

(N-90) (N=90)

Approximately 4% of the respondents reported receiving information on their plan

during the six months prior to the survey. The percentage of workers reported re-

ceiving information on education and training during the same period was 28.9%.

TABLE 8: ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION AID PLAN?

1. Yes 10.9%
2. No 0.0%
3. Don't know 89.1%

(N=64)

Approximately nine out of ten workers (89.1%) responding to this question did

not know whether they were able to take a course under their plan. Slightly more

than one worker in ten (10.9%) felt that he/she was eligible to participate.

TABLE 9: DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE UNDER YOUR TUITION
AID PLAN?

1. Yes
2. No

19.0%
81.0%
(N=63)

Approximately eight out of ten' respondents (81.0%) indicated that they did not

know how to request approval for a course under their plan.
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TABLE 10: WHAT OFFICE(S) OR INDIVIDUAL(S) MUST GIVE FORMAL APPROVAL TO AN APPLI-
CATION FOR TUITION AID BENEFITS?

a. Employee's immediate supervisor
b. Supervisor of education & training
c. Personnel department
d. Jointor union education committee
e. The educational institution offering

the course
f. Other company or union represen-

tative

Yes No

7.3
4.3
/4.2

1.9

13.3

19.0

Don't
know

55
47
48
42

45

42

1

40.0
34.0
37.5
7.1

26.7

2.4

52.7
61.7
58.3
81.0

60.0

78.6

Forty pekent of the respondents felt that the approval of the immediate.super-

sor is necessary to apply for benefits.Thirty-seven poifit five (37.5%) of the re-

spondents felt that personnel department approval is necessary. Thirty -four percent

of the respondents felt that the approval of the supervisor of education and training

is needed.

The large number of "Don't know" responses si::.asts a lack of understanding on

the part of the employees regarding application procedures.

TABLE 11: THERE ARE A LOT OF REASONS WHY
BENEFITS. DO ANY OF THE FOLLOWING

PEOPLE MAY NOT USE
ACT AS A PROBLEM

Yes,
ft is a problem

THEIR TUITION AID
FOR YOU?

No,
it is not a problem N

a. Too much red tape in
applying for and getting
approval for education or
training

b. Education programs I want
to take. are not covered
under the tuition aid plan

c. Educational institutions
I want .to go to are not
covered under the plan

d. I do not have adequate
information about the
tuition aid plan

e. Not enough of the costs
are covered under the plan

f. I am not able to pay.in
advance, even though I
will be reimbursed

g. I am not willing to pay

in advance

28.9

24.3

25.0

66.0

36.1

40.0

39.5

71.1

75.7

75.0

34.0

63.9

60.0

60.5

45

37

40

50

36

40

38
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Lack of information was the single most commonly reported problem among re-

spondents. (66%) Other factors also reported as significant are problems with

financing education (36.1% - 40% depending on the specific questions. All of the

factors listed above were reported as significant by at least 24.3% of the re-

spondents.
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PART B: PARTICIPATION IN EDUCATION AND TRAINING

TABLE 12: HAVE YOU PARTICIPATED IN A VOLUNTARY/EDUCATION OR TRAINING PROGRAM IN
THE LAST TWO (2) YEARS?

Education Program

1. Yes 26.9%
2. No 73.1%

(N=93)

Training Program

1. Yes 20.7%
2. No 79.3%

(N=92)

Approximately 27% of the respondents reported participating in a voluntary edu-

cation program during the two years prior/to the survey. Approximately 21% of the
1.

respondents reported participating in vo /untary training within this time period.

TABLE 13: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING PROGRAM IN
THE PAST SIX (6) MONTHS? /

Education Program

1. Yes 25.4%
2. No 74.6%

(N=63)

Over 25% (25.4%) of the respondents said that they had participated in a volun-

tary education program in the six months prior to the survey. RePorted participation

in Military training during this period was slightly lower, at 18.3%.

'Training Program

1. Yes 18.3%

2. No 81.7%
(N=60)

TABLE 14: WHY nln cYnU PARTICIPATE TN THE EDUCATION OP TRAINING PROGRAM?

Reason Yes No 14

a. To get a degree, diploma, or certificate 51.4 446 35
b. To upgrade skills for present job 64.3 35.7 42
c. For 4 different job 35.3 64.7 '34
d. For career advancement 79.5 20.5 39

e. For Better wages 76.9 23.1 39
f. To prepare for retirement 21.2 78,8 33

g. For leisure time pursuits 21.9 711,1 32

h. For general knowledge 86.1 13.9 36

i. For parenting skills 21.9 78.1 32

j. For religious pu-suits
k. To be ..a better union member 6.3 '3:2:3 3N

*Only respondents who indicated that tkey had participated in voluntary ducation

I:
or training were required tr answer the remain Part B survey questions. Response

to these questions are shown in Tables 14-18. This accounts for "N" in t se tables

being a much smalleir number than the total survey population (98 workers)
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The most frequently cited reason for participation was for general knowledge

(86.1%). For career advancement (79.5%), for better wages (76.9%) and to upgrade

skills for present job (64.3%)were also frequently cited.

Reasons for participation cited least frequently were: for religious pursuits

(0%) and to be a better union member (6.3%).

TABLE 15: PLEASE RANK YOUR REASONS FOR PARTICIPATING IN THE PROGRAMS BY PUTTING THE
LETTER OF THE REASON FROM QUESTION 16 IN THE SPACES BELOW.

1st 2nd 3rd
Choice Choice Choice

a. To get a degree, diploala or
certificate 9.4 6.2 11.1

b. To upgrade skills for present job 34.4 15.6 22.2
c. For different job 3.1 18.8 ' 7.4
d. For career advancement 28.1 18.8 22.2
e. For better wages 15.6 12.5 18.5
f. To prepare for retirement 0.0 0.0 0.0

For leisure time pursuits 0.0 3.1 3.7
ht For general knowledge 9.4 21.9 14.8
i. For parenting skills 0.0 0.0 0.0
j. For religious skills 0.0, 0.0 0.0
k. To be a better union member 0.0 3.1 0.0
1. Other 0.0 0.0 0.0

(N=32) (N=32) (N=27)

Reasons for participation most frequently indicated by respondents are:

1st Choice - To upgrade skills for present job, followed by for Career advance:

merit.

2nd Choice - For general knowledge followed by for career advancement and for

a different job.

?rd Choice - To upgrade skills for present job and for career advancement.

Reasons least frequently indicated overall were: to prepare for retirement,

for parenting skills, and for religious pursuits.
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TABLE 16: IF YOU PARTICIPATED IN AN EDUCATION OR TRAINING PROGRAM, PLEASE INDICATE
HOW SATISFIED YOU WERE WITH THE INSTRUCTION YOU RECEIVED.

a. Private voca-
tional/technical
or business school

b. Public vocational,
technical, or busi-
ness school

c. 4-year college/
university

d. Community college
e. Company/union run

schools or courses
f. High school
g. Registered appren-

ticeship
h. Correspondence

school
i. Community or social

organization such
as YMCA or church

Very
Satisfied Satisfied

Not
Satisfied

Very
Dissatisfied N

50.0 50.0 0.0 0.0 6

40.0 60.0 0.0 0.0 10

50.0 0.0 50.0 0.0 2

57.1 42.9 0.0 0.0 7

41.2 41.2 17.6 0.0 17

66.7 33.3 0.0 0.0 21

0.0 0.0 0.0 0.0 0

0.0 0.0 100.0 0.0 1

33.3 66.7 0.0 0.0 3

Respondents reported reported general satisfaction with most education and train-

ing they had received. The most used sources of education and training were high

school programs (21 respondents), company/union run schools or courses (17 respondents)

and public vocational, technical, or business schools (10 respondents).

TABLE 17: PLEASE INDICATE 'WHICH OF THE FOLLOWING PAID FOR THE EDUCATION OR TRAINING
YOU RECEIVED.

Yes No N

a. You 52.0 48.0 25

b. Union 14.3 -85.7 21

c. Company -- under tuition aid plan 20.0 80.0 20
d. Company -- not under tuition aid

plan 46.2 53.8 26

e. Government (Veteran's benefits,
federal loan or grant) 23.8 76.2 21

For those workers responding, the most common sources of financial assistance

for education and training were reported to be the worker and the company (not

under a tuition aid plan). The least common source reported was the union. Only

four workers reported financial assistance under their tuition aid plan.



TABLE 18: IF YOU PARTICIPATED UNDER YOUR TUITION AID PLAN, APPROXIMATELY HOW
LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO TAKE THE EDUCATION OR
TPAINING?

a. Less thaa one (1) week 20.0%
b. 1 week 30.0%
c. 2 weeks 40.0%
d. 3 weeks 0.0%
e. 4 or more weeks 10.0%

(N.10)

Length of time to receive approval was reported to be two weeks or less by

nine out of ten respondents.
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PART C: EDUCATIONAL OPPORTUNITIES

TABLE 19: PLEA -SE INDICATE THE IMPORTANCE TO YOU PERSONALLY OF EACH OF THE FOLLOWING,,
POSSIBLE USES OF FURTHER EDUCATION AND TRAINING.

a. To complete an educational program
for a diploma, certificate, or degree

b. To meet new people
c. To become a more well-rounded person
d. For social skills
e. To improve job performance
f. To learn skills or hobbies
g. To be a better union member
h. To improve my ability to read, write,

speak, and do math
I. To be a better parent
j. To get a promotion
k. To improve family life
1. To prepare for another job or career
m. To better understand community issues
n. To learn more (knowledge for the

sake of knowledge)
o. To become a better worker
p. To prepare for retirement

The four uses of further education and training most frequently cited as impor-

tant were: to improve job performance, to get a promotion, to become a more well-

rounded person, and to become a better worker.

TABLE 20: WHICH OF THE FOLLOWING EDUCATIONAL PROGRAMS ARE AVAILABLE IN YOUR LOCAL
AREA?

Not
Important Important N

26.4 73.6 87
49.4 50.6 85
10.5 89.5 86
45.8 54.2 83
8.6 91.4 93

66.7 33.3 84
73.5 26.5 83

17.0 83.0 88

51.2 48.8 82
10.1 89.9 89
41.0 59.0 83
18.4 81.6 87
26.4 73.6 87

14.3 85.7 91

12.4 87.6 89
36.0 64.0 86

a. Private vocational, technical or
business schools

b. Public vocational, technical or
business schools

c. 4-year college/university
d. Community college
e. High School
f. Company-run schools or courses
g. Union-run schools or courses
h. On-the-job training
i. Correspondence school
J. Community or social organization

such as YMCA or church

Available
Yes -No Don't know N

66.3 4.3 29.3 92

75.8 3.3 20.9 91

75.9 6.9 17.2 87
85.1 2.3 12.6 87

85.9 0.0 14.1 92

36.9 8.3 54.8 84
10.7 16.7 72.6 84
32.6 12.8 54.7 86

20.0 8.1 70.9 86

58.4 7.9 33.7 89
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The two places most frequently cited as providing educational programs were

education institutions and community organizations. Those least frequently cited

were the union hall and the employee's home. Respondents most frequently reported'

that they did not know about the availability of educational programs at the union

hall and libraries.

TABLE 23: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR THE LOCATION OF EDUCATIONAL
PROGRAMS?

a. Work site
b. Union hall
c. Education institution
d. Community organization (YMCA,

church, etc.)
e. Library
f. At my place of residence

Preference
NYes No

81.8 18.2 88

21.3 78.7 80
84.9 15.1 86

42.0 58.0 81

53.0 47.0 83

28.8 71.2 80

Education institutions and at the work site were the two places most frequently

cited as preferred. The union hall and employee's home were least preferred.

TABLE 24: WHICH METHODS OF LEARNING ARE CURRENTLY AVAILABLE?

a. Lectures or classes
b. Workshops or conferences
c. Correspondence courses
d. Television or video cassettes
e. Radio, records, or audio cassettes

f. Informal discussion groups
g. Private individual instruction
h. On-the-job training
i. Computer-assisted instruction
j. On my own

Lectures or classes, on my own, on-the-job training, and workshops or conferences

were reported to be the four most available methods of learning. The least available.

methods were reported to be private individual instruction, computer-assisted instruc-

tion, television or video cassettes and informal discussion groups. The large number

of don't knowEresponses indicate lack of information on available learning opportuni-

ties.

Yes No Don't know N

46.7 7.8 45.6 90

34.1 11.4 54.5 88

21.3 12.4 66.3 89

16.1 17.2 66.7 87

13.8 18.4 67.8 87

19.3 14.8 65.9 88

12.5 27.3 60.2 88

36.4 20.5 43.2 88

15.3 15.3 69.4 85

44.0 23.8- 32.1 84
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Respondents reported the most widely available education programs to be high

schools, community colleges, public vocational, technical or business schools,

and four-year colleges and universities - reported to be least available

were union -run schools or courses and ; idence school. Respondents report-

ed that they did not know about the c of un on-run schools or courses,

correspondence schools, company-run schoL. rs , and on-the-job training.

a. Private vocational, technical c

business schools
b. Public vocational, technical or

business schools
c, 4-year college/university
d. Community college
e. High school
f. Company-run schools or courses
g. Union-run schools or courses
h. On-the-job training
i. Correspondence school
j. Community or social organization

such as YMCA or church

JICE FOR EDUCATIONAL PROGRAMS?

Preference

TABLE 21: AVAILABLE OR NOT, WHAT IS YOUR Pitt

Yes No

54.1 45.9 85

77.5 22.5 89.

56.0 44.0 84
83.3 16.7 84
58.3 41.7 84
75.3 24.7 81

51.9 48.1 81

85.1 14.9 87

18.3 81.7 82

35.7 64.3 84

The preferred educational programs identified by respondents were on-the-job

training, community colleges, public vocational, technical or business schools,

and company-run schools or courses. The programs cited least frequently as pre-

ferred were correspondence schools and community or social organizations.

TABLE 22: IN WHICH OF THE FOLLOWING PLACES ARE EDUCATIONAL PROGRAMS CURRENTLY
AVAILABLE?

a. Work site
b. Union hall
c. Education institution
d. Community organization (YMCA,

church, etc)

e. Library
f. At my place of residence

'Available
Yes ----N5----Don't know

24.4 24.4 51.1 90
2.3 21.8 75.9 87

60.7 2.2 37.1 89

30.7 10.2 59.1 88
18.8 16.5 64.7 85
15.7 60.2 24.1 83

435



TABLE 25: AVAILABLE OR NOT WHAT IS YOUR PREFERENCE FOR METHODS OF LEARNING?

a. Lectures or classes
b. Workshops or conferences

.

c. Correspondence courses
d. Television or video cassettes
e. Radio, records, or audio cassettes
f. Informal discussion groups
g. Private individual instruction
h. On-the-job training
i. Computer-assisted instruction
j. On my own

Preference
Yes No

82.8 17.2 87

82.0 18.0 89

27.9 72.1 86
37.5 62.5 88

31.0 69.0 84

73.3 26.7 86

55.7 44.3 88

89.1 10.9 92

43.5 56.5 85
'39.1 60.9 87

On-the-job training, lectures of' classes, and workshops or conferences were re-

ported to be the preferred methods of learning for over 80% of the respondents. The

least preferred methods were correspondence courses; radio, records or audio

cassettes; and television or video cassettes.

TABLE 26: IF YOU WERE TO PARTICIPATE IN AN EDUCATION OR TRAINING PROGRAM, IS THERE
A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFER TO LEARN?

Yes No

a. Fellow workers 52.6 47.4 97

b. Supervisory or company admini-
strative personnel 34.7 65.3 98

c. Family members 15.3 84.7 98

d. Anyone interested in the program 65.3 34.7 98

e. No preference 29.6 70.4 98

The majority of workers (65.3%) indicated that they are willing to participate

in an education or training program with anyone interested in the program.

TABLE 27: IS THERE ANY AGE GROUP YOU WOULD PREFER TO BE IN THE PROGRAM WITH YOU?
*

Yes No/NA N

a. People who are my own-age
b. People who are younger than I am
c. People who are older than I am
d. Any age group - age does not

matter

28.6 71.4 98

9.2 90.8 98

8.2 91.8 98

81.6 18.4 q98

*
.NA stands for "not answered", or "not applicable".

46



The vast majority (81.6%) of workers surveyed indicated that age was unimpor-

tant in their preferences for fellow learners.
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PART D: INFORMATION AND ADVICE

TABLE 28: HOW DID YOU RECEIVE INFORMATION IN THE LAST SIX MONTHS ABOUT YOUR TUITION

AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE TO YOU?

Tuition aid Plan Education & Training

Yes No/NA Yes No/NA

a. Employee handbook 4.1 95.9 9.2 90.8

b. Handouts to employees 10.2 89.8 30.6 69.4

c. Mailings to home 4.1 95.9 7.1 92.9

d. Bulletin board notices
e. In company newspaper or

newsletters

9.2

9.2

90.8 21.4

90.8 20.4

78.6

79.6

f. In union newspaper 5.1 94.9 10.2 89.8

g. At union meetings 1.0 99.0 3.1 96.9

h. At company meetings. 2.0-------98,0------TrO 99.0
i. From counselor or adviser 3.1 96.9 3.1 96.9

j. From co-workers 10.2 89.8 .16.3 83.7

k. Frcm supervisors 6.1 93.,9 15.3 84.7

1. From union representatives .4..1 95.9 3.1 96.9

m. Education catalogues or 7.1 92.9 13.3 86.7

notices 7.1 92.9 13.3 86.7

For the tuition aid plan and education and training the sources of information

most frequently cited by respondents were co-workers, handouts, bulletin boards and

company newspapers or newsletters.

Least frequently cited sources were company and union meetings, counselors or

advisers, and union representatives.

With the exception of handouts to employees, which was cited by 30.6% of the

respondents, maximum of 21.4% of the workers surveyed reported receiving information

through any one source.

In all but three categories, more respondents reported receiving information

on education and training than on their tuition aid plan.
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Table 29: OF THE METHODS LISTED IN QUESTION 30 ABOVE, PLEASE INDICATE THE THREE
METHODS THAT YOU FIND MOST. HELPFUL.

Methods

a. Employee handbook
b. Handouts to employees
c. Mailings to home
d. Bulletin board notices
e. In company newspapers or

newsletters
f. In union newspaper
g. At union meetings .

h. At company meetings
i. From counselor er adviser
j. From co-workers
k. From supervisors
1. From union representatives
m. Education catalogues or notices

1st

Choice
2nd

Choice
3rd

Choice

20.0 5.8 4.2
29.1 13.5 8.4
9.1 9.6 10.4
10.9 21.2 8.4

10.9 13.5 6.2
0.0 5.8 10.4
1.8 0.0 2.1

1.8 1.9 0.0 l'

3.6 1.9 2.1

3.6 3.8 12.5
7.3 .15.4. 20.8
0.0 3.8 0.0
1.8 3.8 14.6

(N=55) (N=52) (N=48)

Of the choices offered, the methods most frequently identified as being help-

ful (either 1st, 2nd, 3rd choice) were handouts to employees, supervisors, bulletin

boards, company newspapers or newsletters and the employee handbook.

Methods least frequently identified as helpful were union and company meetings,

union representatives, and counselors or advisors.

TABLE 30: IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR TUITION AID PLAN,
FROM WHOM WOULD YOU LIKE TO GET IT?

a. Co-workers
b. Supervisor
c. Union representative
d. Company representative

No/ ,.

Yes No Response N

8.2 '91.8 98
45.9 54.1 98
21.6 78..4 98
45.4 54.6 98

Respondents most frequently cited supervisors and company representatives as

. preferred sources of information on tuition aid.
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TABLE 31: IS THERE A DESIGNATED INDIVIDUAL IN YOUR COMPANY OR UNION WHO CAN PRO-
VIDE ADVICE OR INFORMATION ABOUT EDUCATION AND CAREERS?

Company Union

1. Yes 31.5 1. Yes 8.1

2.' No 5.4 2. No 8.1

3. Don't 3. Don't
know 63.0 know 83.7

(N =92) (N=86)

About 31% of the respondents indicated that there is a designated person in the

company who can provide advice/information on education and careers. About 8% of

the respondents reported that their union has designated such an individual. A

substantial majority of the respondents do not know whether there are company or

union representatives whO are designated to provide this type of assistance.

TABLE 32: IN THE PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU WITH
YOUR EDUCATION OR CAREER PLANNING?

1. Yes 17.0
2, No .83.0

(N=47)

A substantial, majority (83%) of the workers responding to this question indi-

cated that they had not seen this individual in the two years prior to the survey.

TABLE 33: IN THE LAST SIX MONTHS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU WITH
YOUR EDUCATION OR CAREER PLANNING?

1. Yes 22.6
2. No 77.4

(N=31)

Of the 31 respondents to this question, about 23% had consulted this individual

during the six months prior to the survey.

TABLE 34: IF YOU HAVE SEEN A COUNSELOR OR ADVISOR, WAS IT USEFUL.OR HELPFUL?

1. Yes, very useful 15.4

2. Somewhat useful 38.5

3. No, not useful 46,2
(N=13)

..4d0

Only respondents who indicated knowledge of such_an individual in Table 31, and

consultation of this individual in Table 32, were requested to answer survey questions
35 and 36. Resconses to these ques. are shown in Tables 32-34. This-accounts for "N"'
in these tables being a much smaller number than the total surveyed population (98 workers).
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Of the 13 respondents to this question, seven reported meeting with a counse-

lor advisor as somewhat or very useful. Six reported the meeting as not useful.

TABLE 35: IF INDIVIDUALS WERE AVAILABLE TO TALK TO YOU ABOUT YOUR EDUCATIONAL
CAREER PLANS, WOULD YOU GO TO TALK TO THEM?

1. Yes, definitely 67.7
2. Maybe 28..1

3. No 4.2
(N =96)

Amajority (67.7%) of the respondents indicated that they would consult with

counselors/advisors if they were available.
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TABLE 39: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO USE TUITION AID BENEFITS?

1.Yes 9.5
2.No 27.4
3.Don't

know 63.2
(N=95)

Nine point five percent (9.5%) of the respondents felt that their union encou-

rages its members to use tuition aid. Over one quarter (27.4%) of the respondents

did not. The majority (63.2%) did not know.

TABLE 40: HAVE ANY OF THE FOLLOWING PEOPLE ENCOURAGED YOU TO USE TUITION AID BENEFITS
OR TO SEEK ADDITIONAL EDUCATION OR TRAINING?

Tuition Aid'Benefit Education or Training
Yes No N Yes No N

a. Supervisor 13.2 86.8 76 25.6 74.4 78
b. Fellow workers 22.1 77..9 77 35.4 64.6 79

c. Shop steward(s) 1.3 98.7 75 2.6 97.4 76

d. Union leaders 5.4 94.6 74 3.9 96.1 76

e. Friends outside work 26.7 73.3 75 38.3 61.7 ,81

f. Family 31.9 68.1 69 45.2 54.8 73

Fewer than one in three workers reported receiving encouragement /from any source

to use tuition aid. Of those who did receive encouragement, family, friends outside

work, and fellow workers were the most frequently mentioned sources. Shop stewards

and union leaders were the least frequently mentioned.

Regarding education and training, a higher proportion of workers rep orted re-

ceiving_encouragement from all but one source. Similarly, family, friends outside

--
work, fellow workers and supervisOrs were -the most frequently cited source.

TABLE 41: DO YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE ADDITIONAL
EDUCATION OR TRAINING OR TO USE TUITION AID BENEFITS?

Yes No N

a. Letter of commendation 68.8 31.3 80

b. Special events held honoring students 36.7 63.3 79

c. Financial bonus 85.0 15.0 80

d. Consideration in career development
reviews 72.3 27.7 83

e. Wage increase 91.6 8.4 83

f. Publicity for participating 30.4 69.6 79

g. Additional job responsibilities 67.5 32.5 80

h. Promotion or new job 4 )4? 97.7 2.3 86.



A majority of the respondents indicated that the above incentives (with the

exception of special events honoring students and publicity for participation) could

encourage employees to take additional education or training or to use tuition aid

benefits. The incentives most frequently cited as useful were a promotion or new

job, wage increase, and financial bonus.
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PART F: FACTORS AFFECTING PARTICIPATION

TABLE 42: THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE FURTHER EDUCATION OR
TRAINING. DO ANY OF THE FOLLOWING ACT AS A PROBLEM FOR YOU?

a. Education and Training Programs Yes, No,
it is a problem it is not a problem N

The education or training programs
I want to take are not offered
Scheduling of education offerings
are not convenient for me
Programs are held far away for me
I do not have transportation to
get to programs
Programs held in the evening are
unsafe for me to go to

b. Information and Advice

I don't have adequate information
about courses that are available
I do not have adequate information
about what educational institu-
tions are available
I do not have adequate advice or
counseling about available courses
and whether I am qualified to
take them
I do not have adequate advice or
counseling about available educa-
tional institutions
I do not have adequate advice or
counseling about my career
opportunities

c. Personal and Family

I don't want to take courses on my
own time
I cannot afford child care or
make arrangements for child care
I don't think I could pass the course
I don't have enough free time
because of family responsibilities
My work is too hard and I am too
tired to take courses
My work schedule can not be re-
arranged to take time off to attend
and educational program
Educational programs would take
too long for me to complete

35.7 64.3 84

46.4 53.6 84
39.5 60.5 86

20.7 79.3 87

32.9 67.1 85

74.7 25.3 87

75.3 24.7 85

81.6 18.4 87

71.8 28.2 85

83.5 16.5 85

33.7 66.3 86

11.0 89.0 82
8.1 91.9 86

31.0 69.0 87

10.6 89.4 85

31.8 68.2 88

16.9 83.1 89
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Yes, No,
it is .a problem it is not a problem N

My spouse (wife or husband)
doesn't want me to 2.4 97.6 84
My children don't want me to

d. General

2.4 97.6 82

I don't think I would get promoted
or get a better job even if I took
some education 43.2 56.8
Favoritism in who gets approval 45.9 54.1 85
If I take a course, my company
may think I lack a skill 8.0 92.0 88

Overall, factors relating to information and advice were the problems most

frequently indentified by workers as affecting their decisions about whether or not

to participate in education or training. A majority of workers indicated as problems

(in rank order) inadequate counseling about career opportunities, inadequate coun-

seling about available courses, inadequate information on educational institutions,

inadequate information about available courses, and inadequate counseling about

educational institutions.

The second most cited group of problems, although much less prominent, were

general feelings that education would not result in promotion or better job and that

favoritism in the approval process acts as a'deterrent. A sizeable number of workers

also cited problems pertaining to the availability, scheduling and location of

educational programs, inflexible work scheduling, reluctance to take courses on the

worker's own time, and family responsibilities.

TABLE 43: DO YOU PERSONALLY WANT TO TAKE ANY FURTHER EDUCATION OR TRAINING?

1. Yes, definitely 47.4
2. Yes, probably 40.2
3. No 12.4

(N =97)
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Almost half (47.4%) of the respondents indicated a definite desire to pursue

education or training and 12.4% indicated that they do not want further education

or training.

TABLE 44: DO YOU PERSONALLY THINK THAT YOU NEED MORE EDUCATION OR TRAINING?

1. Yes, definitely 52.1

2. Yes, probably 41.7

3. No 6.3
(N =96)

A majority of the respondents indicated a definite need on their part for further

education and training with only 6.3% indicating that they do not feel this need.
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TABLE 45: DO YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN THE NEXT TWO
(2)' YEARS?

1. Yes, definitely 28.0
2. Yes, probably 43.0
3. No 29.0

(N=93)

Twenty-eight percent (28%) of the respondents indicated that they definitely

intend to continue their education or training in the two years after the survey.

An additional 43% indicated that they,'probably would. Twenty nine percent (29%)

said that they did not intend to do so

TABLE 46: DO YOU THINK YOU WILL USE YOUR TUITION AID BENEFITS IN THE NEXT (2) YEARS?

1. Yes, definitely 23.3
2. Yes, probably 41.9
3. No , 34.9

(N=86)

About one in four respondents anticipated definitely using tuition aid during

the two years after the survey. An additional 41.9% indicated that they will likely

use the benefit. Slightly over one-third of the respondents did not intend to take

advantage of tuition aid during that time period.



TABLE 51: WHAT IS YOUR CURRENT MARITAL STATUS?

1. Single, never married 31.6%
2. Married (not separated) 50.0%
3. Married (separated 0.0%

4. Widowed 8.2%
5. Divorced 10.2%

(N=98)

Half of the-respondents-were-marrie&--SUghtly_over 30% were single.

TABLE 52: HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU?

# of Dependents Children Others

0

1

2

3

6

18
14

12
4
0

(37.5%)
129.2%)
(25.0%)
( 8.3%)

(N=48)

16
10

1

0

1

(57.1%
(35.7%)

( 3.6%)

( 3.6%)

(N=28)

TABLE 53: IN WHAT YEAR WAS YOUR LAST CHILD BORN?

Relative Adjusted Cum
Absolute freq freq freq

Year freq CAl ( %) (1)___

3.7 3.7
1.9 5.6
1.9 7.4
1.9 9.3
1.9 11.1

3.7 14.8
3.7 18.5
1.9 20.4
1.9 22.2
3.7 25.9
3.7 29.6
3.7 33.3
1.9 35.2
5.6 40.7
5.6 46.3

1943 2 2.0

1944 1 1.0

1946 1. 1.0

1948 1 1.0

1949 1 1.0

1951 2 2.0
1952 2 2.0

1953 1 1.0

1954 1 1.0

1955 2 2.0

1956 2 2.0

1958 2 2.0

1959 1 1.0

1960 3 3.1

1961 3 3.1

4)



PART G: BACKGROUND INFORMAtION

TABLE 47: WHAT IS YOUR SEX?
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1. Male
2. Female

28.1%
71.9%
(N=96)

_Approximately seven out of ten of the respondents were female.

TABLE 48: HOW OLD ARE YOU?

1. Under 25 21.4%
2. 25-34 15.3%
3. 35-44 14.3%
4. 45-54 22.4%
5. 55 and over 26.5%

(N-98)

Approximately half of the workers surveyed were over forty-five years old.

TABLE 49: WHAT IS YOUR RACIAL BLACKGROUND?

1. Black 11.4%
2. White : 85-6%
3. American-Indian/

Alaskan Native 1.0%
4. Asian or

Pacific Islander 0.0%
(N=97)

TABLE 50: IS YOUR ETHNIC HERITAGE HISPANIC?

1. Yes
2. No

1.1%
98.9%

(N'871



- 29 -

Relative Adjusted CUm
Absolute freq freq freq

Year freq IR (%) (%)

5.6 51.9
3.7 55.6
3.7 59.3
1.9 61.1
1.9 63.0
7.4 70.4
5.6 75.9
9.3 85.2
1.9 87.0
1.9 88.9
1.9 V90.7
1.9 92.6
3.7 96.3
1.9 98.1
1.9 100.0 (N =54)

1962 3 3.1
1963 2 2.0
1964 2 2.0
1965 1 1.0
1966 1 1.0
1967 4 4.1
1968 3 3.1
1969 5 5.1
1971 1 1.0
1972 1 1.0
1973 1 1.0
1974. 1 1.0
1976 2 2.0
1977 1 1.0
1979 1 1.0

Of the respondents with children about one-third had children under

ten at the time of thesurvey.

TABLE 54: WHAT IS THE HIGHEST LEVEL OF EDUCATION YOU HAVE'ATTAINED ?V

a. Some high school or less
b. High school diploma or GED
c. Some college, but no associate or

bachelor's degree
d. Associate degree
e. Bachelor's degree or higher

12.5%
63.5%

19.8%
2.1%
2.1%

(N.96)

A substantial majority (87.5%) of the respondents had attained a high school_

education or higher. About one in five reported some college without a degree.

Slightly over 4 %o of the respondents had an associate or bachelor's degree or higher.

Twelve and one half percent (12.5%) of the respondents did not have a high school

diploma.



TABLE 55: IN WHAT YEAR DID YOU ATTAIN YOUR HIGHEST LEVEL OF EDUCATION?

Relative Adjusted Cum
Absolute freq freq freq

Year freq (%) (%) (%)

1927 1 1.0 1.1 1.1
1932 2 2.0 2.2 3.3
1933 1 1.0 1.1 4.4
1934 3 3.1 3.3 7.8
1935 1 1.0 1.1 8.9
1936 1 1.0 1.1 10.0
1937 1 1.0. 1.1 11.1
1938 2 2.0 2.2 13':3
1939 3 3.l 3.3 16.7
1940 3 3.1 3.3 20.0
1942 2 2.0 2.2 22.2
1943 2 2.0 2.2 24.4
1945 2 2.0 2.2 26.7
1947 2 2.0 2.2 28.9
1948 4 4.1 '4.4 33.3
1950 1 1.0 1.1 34.4
1951 1 1.0 1.0 35.6
1952 4 4.1 4.4 40.0
1953 3 3.1 3.3 43.3
1954 1 1.0 1.1 44.4
1955 2 2.0 2.2 46.7
1956 2 2.0 2.2 48.9
1959 3 3.1 3.3 52.2
1962 1 1.0 1.1 53.3
1963 . 2 2.0 2.2 55.6
1969 5 5.1 5.6 61.1
1970 6 6.1 6.7 67.8
1973 2 2.0 2.2 70.0
1975 8 '8.2 8.9 78.9.
1976 4 4.1 4.4 83.3
1977 5 5.1 5.6 88.9
1978 5 5.1 5.6 94.4
1979. 5 5.1 5.6 100.0

Half of the respondents attained their highest level of education

twenty years ago or longer (1959 or before). Thirty percent of the

respondents attained their highest level of education within the past
N\N

five ars (since 1975).
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TABLE 56: DO YOU HAVE A ONE-YEAR CERTIFICATE, TRADE LICENSE, PROFESSIONAL
LICENSE, OR JOURNEYMAN'S CERTIFICATE?

1. Yes
2. No

14.9%
85.1%
(N=94)

About 15% of the respondents had a one-year certificate, trade license,

professional license or journeyman's certificate.

TABLE 57: WHICH OF THE FOLLOWING BEST. DESCRIBES THE LOCATION OF THE PLACE
WHERE YOU LIVE?

a. Rural or farm community
b. Small town or village

, (less than 50,000 people)
c. Medium-sized city or its suburbs

(50,000 - 25,000 people)
d. Fairly large city or its suburbs

(250,000 - 500,000 people)
e. Very large city or its suburbs

(over 500,000 people)

8.5%

30.9%

38.3%

17.0%

5.3%
(N=94)

A majority of the respondents lived in medium-sized or fairly large cities

or their suburbs.'

TABLE 58: WHAT SHIFT DO YOU USUALLY WORK?

1. Day 91.5%
2. Evening 3.2%
3.. Night 5.3%
4, Split 0.0%

(N=94)

Over 90% of the respondents worked a day shift.
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TABLE 59: ON THE AVERAGE, HOW MANY HOURS PER WEEK DO YOU WORK ON THIS JOB?

1. 01-19 hours 1.1
2. 20-29 hours 0.0
3. 30-39 hours 97.9
4. 40-49 hours 1.1
5. 50-59 hours 0.0
6. 60+ hours 0.0

(N=94)

Almost all of'the respondents worked at 30-39 hour week on the job they

held at the time of the survey.

TABLE 60: WHAT IS YOUR PAY CATEGORY?

1. Hourly 30.8%
2. Salaried, but paid for overtime 56.0%
3. Salaried, not paid for overtime 13.2%

(N.91)

A majority (56 %) of the respondents were salaried workers, paid for overtime.

Slightly over 30% were hourly, and 13.2% were salaried but not paid for overtime.

TABLE 61: WHAT WAS

1.

YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE TAXES

24.7%

DURING 1978?

Less than $7,499
2. $7,500 - $9,999 57.3%
3.- $10,000 - $12,499 13.5%
4. $12,500 - $14,999 3.4%
5: $15,000 - $17,499 0.0%
6. $17,500 - $19,999 0.0%
7. $20,000 - $22,499 0.0%
8. $22,500 or more 1.1%

(N=89)

Eighty-two percent of the respondents reported annual incomes of less than $10,000

About 17% of the respondents reported incomes between $10,000 and $15,000. One

respondent (1.1%) reported an income of over $15,000.
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APPENDIX III D-2

THE WORKER EDUCATION AND TRAINING STUDY

RESULTS OF THE SECOND SURVEY ADMINISTRATION AND

SELECT COMPARISONS WITH FIRST SURVEY RESULTS

MODEL III (Connecticut)
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TABLE 1: HOW LONG. HAVE YOU BEEN EMPLOYED IN THIS COMPANY ON A

CONTINUOUS BASIS?

Percent

Less than one year 7.1

1- 5 years 43.4

6-10 years 21.2

11-15 years 15.6

16-20 years - 7.2

21-25 years 2.4

26 years or over 3.6

Only 7.17. of the respondents had been employed

for less than one year. And, only 3.6% had been employed for

over 25 years. The majority (64.6%) were employed between one

and 10 years.

TABLE 2: HOW LONG HAVE YOU HELD YOUR

IN THIS COMPANY?

I

CURRENT JOB OR POSITION

Percent

Less than one year 18.8

1- 5 years 47.1

6-10 years 17.7

11-15 years 8.3

16-20 years 1.2

21-25 years 0.0

26 years or over 1.2

About 19% of the respondents had been with their
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current job for less than one year and another 47 percent had

been there for 1-5 years. About 18% had been at their current

position between six to ten years. Only a small fraction (1.2%)

had been at their position 21 years or more,-

TABLE 3: HOW USEFUL

High school

HAVE THE FOLLOWING ..aiEN FOR YOUR CURRENT JOB?

Very Somewhat Not -.1.ery Does not
Useful Useful Useful Useless Apply

education 62.5 30.0 3.8 0.0 3.8 80

Previous job
experience 49.3 24.0 8.0 0.0 18.7 75

Vocational
education or
training since
high school 21.3 18.0 9.8. 4.9 45.9 61

Academic or
professional
education since
high school 24.6 11.5 16.4 4.9 42.6 = 61

The majority of the respondents found their high school

education and previous job experience to be very useful/some-
___------

what useful.

TABLE 4: ARE YOU FAMILIAR WITH EXISTENCE OF A TUITION-AID PLAN

WHERE YOU WORK?

Yes very familiar

Yes somewhat famil

No, of familiar

TI T2

3.1 11.9

22.4 61.9

74.5 26.2

(N -98) (N -84)
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About 3% of the respondents at Ti and 12% at T2 indicated

that they were very -familiar with the Tuition-Aid plan. It is

significant to note that 74.5% of the respondents at T1 but only

26.27, at T2 indicated lack of familiarity with Tuition-Aid plan.

TABLE 5: IF YOU ANSWERED YES TO QUESTION 7, DO YOU KNOW WHO

SPONSORS THE PROGRAM?

T1 T2

Negotiated as part of
company/union contract 19.2 69.1

Company sponsored- 76.9 21.8

Union sponsored- 3.8 9.1

About 697, of the workers. knew that the plan was negotiated

as part of company/union contract, a significant increase over

19.2% at Ti. Some 227. indicated that the Tuition-Aid plan.was

a company-sponsored program. Only 9.17e indicated that it was a,

union-sponsored program

O

'TABLE 6: IN THE .LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION

ABOUT YOUR TUITION-AID PLAN OR ABOUT EDUCATION AND

TRAINING AVAILABLE TO YOU?

Tuition-Aid Plan Education & Tfaining.

Tl T2 T1 T2

Yes 4.4 52.6 Yes 28.9 56.2

No 95.5 47.4 No 71.1 43:8

(N=90) (N=76) (N=90) (N=73)
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About 47. of the respondents at Ti and 537. at T2 reported

receiving information on the T-A plan during the six monts

prior to the survey--a significant change between Ti and T2.

The percentage of workers who reported receiving information

on available education and training during the six months

prior to the survey jumped from 28.97. at T1 to 56.2% at T2--'

also a significant change.

TABLE 7: ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION-

AID PLAN?

Ti T2

Yes 10.9 43.6.

No 0.0 3.8

Don't know 89.1 52.6

(N=64)

While 897. of the workers responding to this question at

Ti did not know whether they were eligible to take a course

under the plan, the corresponding percentage was reduced to

52.6% at T2. About 117. of the workers at Ti and 447. at T2

indicated that they were eligible to participate under the

plan.

TABLE 8: DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE

UNDER YOUR TUITION-AID PLAN?

T1 T2

Yes 19.0 40.8

No 81.0 59.2

(N -63) (N...76)
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Eighty-one percent of respondents at Ti and 59.2% at T2

indicated that they did not know how to request approval for

a course under the plan. The percentage of those who indicated

that they knew how to request approval increased from 19% at Tl

to about 41% at T2.

TABLE 9: WHAT OFFICE(S) OR INDIVIDUAL(S) MUST GIVE FORMAL
APPROVAL TO AN APPLICATION FOR TUITION-AID BENEFITS?

Don't
Yes No Know N

8.9 42.9 56Employee's immediate supervisor 48.2

Supervisor of education & training 27.5 21.6 51.0 51

Personnel department 48.2 8.9 42.9 56

Joint or union education committee 31.3 8.3 60.4 480

The educational institution offer-
ing the course 39.6 12. -5 47.9 48

Other company or union representa-
tive 13.0 23.9 63.0-

About 48% of the respondents felt that the approval of the

immediate supervisor and personnel department were necessary to

take a course. And, 39.6% indicated that the approval of the

educational institution offering the course was necessary. The

large perceutages .of "don't know" responses indicate - a lack of

understanding on the part of theemployees regarding application

procedures.
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TABLE 10: THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT USE THEIR
TUITION-AID BENEFITS.
PROBLEM FOR YOU?

Too much red tape in
applying for and
getting approval
for education or

DO ANY OF THE FOLLOWING ACT AS A

Yes No
it is a problem it is not a problem

Ti T2 Ti T2

training 28.9 22.6 71.1 77.4

Education programs I
want to take are
not covered under
the tuition-aid
plan 24.3 22.6 75.7 77.4

Educational institu-
tions I want to go
to are not covered
under the plan 25.0 14.0 75.0 86.0

I do not have adequate
information about
the tuition-aid
plan 66.0 39.7 34.0 60.3

Not enough of the
costs are covered
under the plan 36.1 32.2 63.9 67.8

I am not able to pay
in advance, even
though I will be
reimbursed 40.0 35.7 60.0 64.3

I am not willing to
pay in advance 39.5 23.6 60.5 76.4

At T1, lack of information was the single factor the majority of

the employees reported as a problem. Although the percentage dropped

from 669. at T1 to just under 40z at T2, lack of information seems to

constitute the major problem at T2, followed by employees inability

to pay in advance, even though the company'will reimburse them.
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PART B: Participation in Education and Training

TABLE 11: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING
PROGRAM IN THE LAST TWO (2) YEARS?

Education Program Training Program

Tl T2 Tl T2

Yes 26.9 26.2 Yes 20.7 15.0

No 73.1 .73.8 No 79.3 85.0

(N -93) (N=84) (N -92) (N =80)

About 27% of respondents at Ti and 26.27. at T2 said that they

had participated in a voluntary education program during the two

years prior to the survey -- almost no change between Tl and T2. Al-

though reported participation in voluntary training was lower, still

about 217. of respondents at Ti and 157. at T2 indicated that they had

participated in training activities during the two year period.

TABLE 12: HAVE YOU PARTICIPATE?: IN A VOLUNTARY EDUCATION OR TRAINING
PROGRAM IN THE PAST SIX(6) MONTHS?

Education Program Training Program

Yes 23.4 Yes 9.3

No 76.6 No 90.7

(N -47) (N -43)

-A little over 237. of the respondents said that they had partici-

pated in a voluntaiy education program in the six months prior to the

survey. Participation in voluntary training during,the same period

Was reported to be only 9.37..
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TABLE 13: WHY DID YOU PARTICIPATE IN THE EDUCATION
PROGRAM? 7,

Yes
a. To get a degree, diploma,

OR TRAINING

No

b.

or certificate

To upgrade skills for

45.2 54.8 31

present job 61.3 38.7 31

c. For a different job 60.0 40.0 30

d. For career advancement 75.0 25.0 32

e. For better wages 75.8 24.2 33

f. To prepare for retirement 13.3 86.7 30

g. For leisure time pursuits 25.0 75.0 28

h. For general knowledge 73.3 26.7 30

i. For parenting skills 17.9 82.1 28

j.

k.

For religious pursuits

To be a better union

0.0 100.0 28

member 3.8 96.2 26

Respondents to this question indicated that they participated

in voluntary education or training for the following primary reasons

(in decreasing importance):

1. For better wages

2. For career advancement'

3. For general knowledge

4. To upgrade skills for present job

5. Fo..7 a different job.

The one significant change since TI is that 60% selected "for a

different job" at T2; only 35.37 had cited this reason for partici-

pation at Tl.
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TABLE 14: PLEASE RANK YOUR REASONS FOR PARTICIP/TING IN .THE PROGRAMS
BY PUTTING THE. LETTER OF THE REASON FROM QUESTION 16 IN
TUE SPACES BELOW.

a. To get a degree, diplo-,

1st
Choice

2nd
Choice

3rd
Choice

b.

ma, or certificate

To upgrade skills for

6.9 3.5 10.3

present job 20.7 17.2 6.9

c. For a different job 3.5 10.3 24.1

d. For career advancement 31.0 17.2 20.7

e.

f.

For better wages

To prepare for retire-

13.8 37.9 3.5

g.

ment

For'leisure time pur-

0.0 0.0 6.9

suits 3.5 3.5 0.0

h. For general knowledge 17.2 6.9 24.1

i. For parenting skills 3.5 3.5 _ 3.5

j.

k.

For religious pursuits

To be a better union

0.0 0.0 0.0

member 0.0 0.0 0.0

Reasons for participation most frequently indicated by respond-

ents to this questiOnnaire were

1st choice: For career advancement, to upgrade skills for

present joband for general knowledge.

2nd choice: For better wages, for career advancement and to

upgrade skills-for present job.

3rd choice: For general knowledge, for a different job, and

for career advancement.

Reasons least frequently indicated overall were: for religious

pursuits, to be a better union member, and to prepare for retirement.
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TABLE 15: IF YOU PARTICIPATED
PLEASE INDICATE
YOU RECEIVED.

Private voci-
tional/tedh-,
nical or bus

IN AN
HOW SATISFIED

Very
Satisfied

EDUCATION
YOU WERE

OR TRAINING PROGRAM,
WITH THE INSTRUCTION

NOt Very
Satisfied Dissatisfied. NSatisfied

iness school, 100 0 0.0 0.0 0.0 4

Public voca-
tional, tech-
nical, or
business
school 16.7 66.7 16.7 0.0

4-year col=.
lege/uni-
versity 50.0 33.3 16.7 0.0 6

Community
college 46.2 38.5 15.4 0.0 13.

Company/union
run schools,
or courses 30.8 53.8 15.4 0.0 13

High school 36.4 63.6 0.0 0.0 11

Registered
apprentice-
ship 0.0 100.0 0.0 0.0 2

Correspon-
dence school 50.0 50.0 0.0 0.0 2

Community or
social organ-
ization such
as YMCA or
church 50.0 0.0 50.0 0.0 4

Respondents reported general satisfactions with private vocation-

al /technical or business sCi17,,aPiroIrdiAlimniversities, and

community colleges. In view of the fact that only a few workers have

responded to this question, it is difficult to make any definitive

judgement regarding employee satisfaction with different institutions.



TABLE 16: PLEASE INDICATE-MHICWOF
. OR TRAINING YOU RECEIVED.

THE FOLLOWING PAID FOR THE EDUCATION

Yes (T1) No (T1) Yes (Ta No (T2)

You (self-paid) 52.0 48.0 55.0 45.0

Union 14.3 85.7 6.3 93.8

Company - -under
tuition-aid
plan 20.0 80.0 26.3 73.7

Company- -not
under tuition-

, aid plan 46.2 53.8 50.0 50.0

Government (vet-
eran's benefits,
federal loan or
grant) 23.8 76.2 11.8 88.2

Both at Tl and T2, the most-common sources of financial assist-
,

ahce for education and training were reported to be the workers them-
.

selves, followed by company--not under Tuition -Aid plan. The least

common source, both at Tl and 12, was reported to be the union-.

TABLE 17: IF YOU PARTICIPATED UNDER. YOUR TUITION-AID PLAN, APPROX-
IMATELY HOW LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO
TAKE THE EDUCATION OR TRAINING?

Less than one (1). week_ 21.4

1 week 7.1

2.weeks 7.1'

3 weeks 14.3

4 or more weeks 50.0

(N=14)

For 50% of workers who participated in the Tuition-aid plan, it

took '4 or more weeks to receive approval to take the education or

training. For 21.4%, it took less than one week.
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PART Educational Opportunities

TABLE 18: PLEASE INDICATE THE IMPORTANCE
OF THE FOLLOWING POSSIBLE' USES
TRAINING.

To complete an educational
program for a'diplama,

TO YOU PERSONALLY OF
OF FURTHER EDUCATION

Not .

Important Important

EACH
AND

N

certificate, or degree 33.3 66.7 75

To meet new people 55.3. 44.7 76

To become a more well- ...

rounded person 20.5 79.5 78

For social skills 49.3 50.7 75

To improve job performance 11.4 88.6 79

To learn skills for hobbies 58.7 41.3 75

To be a better union member 80.9 19.1 68

To improve my ability to
read, write, speak, and
do math 26.7 73.3 75

.

To be a better parent 59.2 40.8 71

To get a promotion 14.5 85.5 76

To improve family life 54..9 45.1 71

To prepare for another job
or career -, 26.3 73.7 76

To better understand com-
munity issues 44.4 55.6 72

To learn more (knowledge
for the sake`af knowl-

--14-5 -85.5 76----edge) \

To become a better 'ce o r k e r 17.1 82.9 76

To prepare for retirement 46.5 53.5 71



The four most

reported are: (1)

promotion (85,5%);

knowledge (85.5%);
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important uses of further education and training

to improve job performance (88.6%); (2) to get a

(3) to learn more--knowledge for the sake of

and, (4) to become a better worker (82.9%).

TABLE 19: WHICH. OF THE FOLLOWING EDUCATIONAL PROGRAMS ARE AVAILABLE 6

IN YOUR LOCAL AREA?

Private vocational, tech-
nical or business

Yes
Available.
No Don't 'know

schools 65.4 6.4 28.2 78

Public vocational, tech-
nical or business
schools 84.4 3.9 11.7 77

4-year college/university 82.9 5.3 11.8 76

Community college 88.6 2.5 8.9 79

High school 86.8 2.6 10.5 76

Company-run schools or
courses 44.0 13.3 42.7 75

Union-run schools or
courses 11.3 21.1 67.6 71

On-the-job training 42.1 17.1 40.8 76.

Correspondence school 27.8_ 12.5 59.7 72

Community or social or-
ganization such as
YMCA or church 53.9 9.2 36.8 76

Respondents reported the most widely available education programs

,.to be: community college, high school, public vocational, technical

or business school, followed by 4-year college/university.
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TABLE 20: AVAILABLE OR NOT, WHAT IS YOUR
PROGRAMS?

Private vocational, tech-
nical or business

PREFERENCE FOR

Preference
Yes . No

EDUCATIONAL

schools 53.6 46.4 ,69

Public vocational, tech-
nical or business
schools 73.9 26.1 69

4-year college/university 56.7 43.3 67

Community college 78.1 21.9 73

High school 49.2 50.8 65

Company-run schools or
courses 65.7 34.3 70

Union-run schools or
courses 34.9 65.1 63

On-the-job training 79.5 20.5 73

Correspondence school 20.3 79.7 64

Community or social or-
ganization such as
YMCA or church 44.6 55.4 65

The three most preferred educational programs identified by

respondents were: on-the-job-training, community college, followed

by public vocational, technical or business schools.

I

TABLE 21: IN WHICH OF THE FOLLOWING PLACES ARE EDUCATIONAL PROGRAMS
CURRENTLY AVAILABLE?

Yes
Available
No Don't know .N

Work site . 23.4 28.6 48.1 77

Union hall 2.7 23.3 74.0 - 73

Education institution 64.1 2.6 33.3 78
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Community organization
Yes

Available
No Don't know N

(YMCA, church, etc.) 31.2 6.5 62.3 77

Library 16.2 21.6 62.2 74

At my place of residence 11.3 62.0 26.0 71

The two places most frequently cited as providing educational'

programs were "education institution" and "comrounity organization."

The least frequently cited was the union

TABLE,22: AVAILABLEIM NOT, WHAT IS
OF EDUCATIONAL PROGRAMS?

YOUR PREFERENCE FOR

Preference
Yes No

THE LOCATION

N

Work site 77.6 22.4 76

Union hall 17.9 82.1 67

Education institution 81.9 18.1 72

Community organization
(YMCAs church, etc.) 45.6. 54.4 68

Library 47.2 52.8 72

At my place_of residence 33.8 66.2 71

Education institutions followed by work-site are reported to

be the two most preferred locations for educational programs.

TABLE 23: WHICH METHODS OF LEARNING ARE CURRENTLY AVAIt.ABLE?

Yes
Available
No Don't know N

Lectures or classes 55.3 6.6 33.2 76

Workshops'or conferences 48.6 6.8 44.6 74

Correspondence courses 19.7 9.9 70.4 71

Television or video
cassettes 25.4 11.3 63.4 71
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Available
Don't know N

Radio, records, or audio

Yes No

cassettes 24.7 11.0

Informal discussion groups 26.4 8.3

Private individual instruc-
tion . 21.1 14.1

On-the-job training 42.1 13%2

Computer-assisted instrucq
tion 14.3 15.7

On my own 49.3 20.3

64.4 , 73

,65.3 72

\

64.8 71

4#.7 76

f\
70.0 70

44 69

Lectures or classes, learning on their own, and workshps or

conferences, were reported to be the three most available methods of

learning. The least available methods were reported to be computer-

assisted instruction, fol/lwed by correspondence courses.

TABLE 24: AVAILABLE OR NOT WHAT IS YOUR
LEARNING?

PREFERENCE

Preference
Yes

FOR METHODS OF

No N

Lectures or classes 82.9 17.1 76

Workshops or conferences 80.6 19.4 72

Correspondence courses 20.0 80.0' 65 .

Television or video
cassettes 35.8 64.2 67

Radio, records, or-audio
cassettes 22.7 77.3 66

Informal discussion groups 69.6 30.4 69

Private individual instruc-
tion' 54.3 45.6 70

On-the-jot. tIainIng 4 89.5 10.5 76

Computer-a-Asted instruc-
tion. 14 . 40.3 59.7 67

On my own 51.5 48.5 6 i
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On-the-job-training, and lectures or classes, followed by work-

shops or conferences were reported to be the preferred methods of

learning for more than 80% of the workers responding to this question.

Those least preferred were correspondence courses followed by radio,

records, or radio cassettes.

TABLE 25: IF YOU WERE TO PARTICIPATE IN AN EDUCATION OR TRAINING
PROGRAM, IS THERE A GROUP OF IEOPLE WITH WHOM YOU WOULD
PREFER' TO LEARN?

Yes No/No Response N

Fellow workers 54.1 45.9 85

Supervisory or company
administrative personnel 29.4 70.6 85

Family members 22.4 77.6 85

Anyone interested in the
program 62.4 37.6 85

No fsrence 34.1 65.9 85

About 62% ,._ the respondents indicated that they were willing

to participate in an educational or training program with anyone

else interested in the program. And, 54.1% were willing to partici-

pate in an education or training program with their fellow workers.

TABLE 26: IS THERE ANY AGE GROUP YoU
PROGRAM WITH YOU.

WOULD PREFER TO BE IN THE

Yes No/No Response N

People who are my own age 30.6 69.4 85

People who are younger
than I am 9.4 90.6 85

People who are older than
I am 10.6 89.4 85

Any age group - age does
not matter 78.8 21.2 85
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The vast majority (78.8%) of workers indicated that age was

unimportant in their preferences for fellow learners.

PART . Information and Advice

TABLE 27: HOW DID YOU RECEIVE INFORMATION IN THE LAST SIX MONTHS
ABOUT YOUR TUITION-AID PLAN OR ABOUT EDUCATION AND
TRAINING AVAILABLE TO YOU?

a. Employee hand-

Tuition-Aid Plan
Education
& Training

Yes (T1) Yes(T2) Yea (T1) Yes(T2)

b.

book

Handouts to

4.1 3.6 9.2 7.1

c.

employees

Mailings to

10.2 16.5 30.6 16.7

d.

home

Bulletin board

4.1 9.5 7.1 6.0

e.

notices

In company
newspapers
or news-

9.2 19.0 21.4 15.5

f.

letters

In union news-

9.2 20.2 20.4 26.2

paper 5.1 16.7 10.2 16.7

At union

h.

meetings

At company

1.0 9,5 3.1 6.0

i.

meetings

From counselor

2.0 14.3 1.0 11.9

or adviser 3.1 16.7 3.1 11.9

J. From co-work-
ers 10.2 23.8 16.3 20.2
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Education
Tuition-Aid Plan & Training

Yes(T1)Yes(T2) Yes (T1) Yes(T2)

k. From supervisors 6.1 15.5 15.3 15.5

1. From union repre-

m..

sentatives 4.1.

Education cata-
logues or

25.0' 3.1 16.7

notices 7.1 9.5 13.3 8.3

The source of information most commonly cited by respondents at

Ti were handouts to employees and information obtained from co-

workers, followed by bulletin board notices. But at T2 the major

sources of information were reported to be union representatives,

co-workers, and announcements made in company newspapers or news-

letters. The least frequently cited sources of information at Tl

were union meetings and company meetings; At T2, the sources most

seldom reported were the employee handbook, mailings to home, and

union meetings.

Relative to education and training at TL the, most frequently

cited sources of information were handouts to employees, union news-

papers, followed by information from co-workers. At T2, the most

frequently cited sources of information were reported to be company

newspapers or newsletters, co-workers and union representatives.

Relative to both the TA plan and education and training, a

maximum of about 307. at T1 and 25.07, at T2 reported receiving in-

-formation through any one source.

TABLE 28: OF THE METHODS LISTED IN QUESTION 30 ABOVE, PLEASE
CATE THE THREE METHODS THAT YOU FIND MOST HELPFUL.

1st 2nd 3rd
Choice Choice Choice

a. Employee handbook 11.5, 0.0 4.4

b. Handouts to emp]s 19.7 9.8 6.7



1st
Choice

2nd
Choice

3rd
Choice

c. Mailings to home 9.9 13.7 6.7

e.

ulletin board notices

In company newspapers__

8.2 15.7 6.7

or newsletters 9.8 13.7 4.4

E. In union newspaper 4.9 7.8 11.1

g. At union meetings 9.8 3.9 0.0

h.

i.

At company meetings

From counselor or

6.6 5.9 8.9

adviser 4.9 3.9 11.1

j. From co-workers 6.6 5.9 11.1

k. From supervisors 6.6 7.8 15.6

1. From union repre-

m.

sentatives

Education catalogues

1.6 5.9 8.9

or notices 1.6 5.9 4.4

(N=61) (N=51) (N=45)

As their first choice, 11.57. of the employees cited the em-

ployee handbook, 9.89. mailings to home,. and:another 9.8% union

meetings as the most helpful method of receiving information.

As their second choice, 15.77 indicated bulletin board notices,

13.79. mailings to home, and another 13.7% company newspapers or

newsletters as the most helpful method of receiving information.

As their third choice, 15.6% regarded their supervisors and

11.19. the union newspapers, counselors or advisers, and their co-

workers as the most helpful methods of'receiving information.
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TABLE 29: IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR
TUITION-AID PLAN, FROM WHOM WOULD YOU LIKE TO GET IT?

MI MI* Yes T2

Co-workers 8.2 8.3

Supervisor 45.9 48.8

Union representative 21.6 32.9

Company representative 45.4 36.5

At both Ti and T2, resiiiii-dtentsmos-tfrequently cited supervisors

and company representatives as preferred sources of information on

Tuition-Aid.

TABLE 30.: IS THERE A DESIGNATED INDIVIDUAL IN YOUR COMPANY OR UNION
WHO CAN PROVIDE ADVICE OR INFORMATION ABOUT EDUCATION AND
CAREERS?

Company Ti T2 Union Ti T2

Yes 31.5 57.9 Yes 8.1 34.3

No 5.4 7.9 No 8.1 9.0

Don't Don't
know 63.0 34.2 know 83.7. 56.7

(N=92) (N=76) (N=86) (N=67)

About 327. of the respondents -at T1 and 587. of the respondents at

T2 indicated there was a designated person in the company who could

provide_advice/information on education and careers. But about 87.

of the respondents at Ti and a significantly larger percent (34.37.)

of the respondents'at T2 reported that their union had designated

such an ildividual. The majority of the respondents at Tl, reported

an absence or lack of knowledge regarding the designation of a'person

by: the company or the union.

*The balance between the percent of those who said "yes and
100 represents the percent_of those who either said "no" or did
not respond to the particular question.
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TABLE 31: IN THE_PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO
HELP YOU WITH YOUR EDUCATION OR CAREER PLANNING?

T1 T2

Yes 17.0 38.3

No 83.0 / 61.7

(N -47) (N -60)

Seventeen percent of the respondents at TCand 38.3% at T2 in-

dicated that they_had seen this individual in the two years prior to

the survey.

TABLE 32: IN THE LAST SIX MONTHS, HAVE YOU SEEN THIS-INDIVIDUAL-TO- --
HELP YOU WITH YOUR EDUCATION OR CAREER PLANNING?

T1 T2

Yes 22.6 38.1

No 77.4 61.9

(N -31) (N -42)

About 237. of the respondents at Ti and 387. at T2 indicated that

they had consulted this individual for help in education or career-

planning within 'the six months prior to the suz y.

TABLE 33: IF YOU HAVE SEEN A COUNSELOR OR ADVISOR, WAS IT USEFUL
OR HELPFUL?

Ti T2

Yes, very useful 15.4 27.6

Somewhat useful 38.5 44.8

No, not useful. 46.2 27.6

(N -13) (N -29)

About 157. of the respondents at T1 and 28% at T2 who had seen a

counselor or advisor, reported the meetings as "-very useful." Another
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38.57. at Ti and 44.87. at T2 reported the meeting as being "somewhat

useful."

TABLE 34: IF INDIVIDUALS WERE AVAILABLE TO TALK TO YOU ABOUT YOUR
EDUCATIONAL OR CAREER PLANS, WOULD YOU GO TO TALK TO THEM ?,

T1 T2

Yes, definitely 67.7 61.7

Maybe 28.1 32.1

No 4.2 6.2

(N=96) (N=81)

Both at Ti and T2 the majority of respondents indicated that

they would consult with counselors /advisors if_they were available,

regarding education or career plans.

PART E: Incentives

TABLE 35: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO SEEK ADDITIONAL
EDUCATION OR TRAINING?

Ti T2

Yes 29.5 54.3

No 36.8 23.5

Don't know 33.7 22.2

(N=95) (N=81)

TABLE 36: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO USE TUITION -AID

BENEFITS?

Yes

NO

527

Ti T2

7.4 32.1

35.8 19.8
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Tl T2

Don't know 56.8 48.1

(N=95) (Ne81)

Only 7.47. of the respondents at Tl, but 32.1% at T2 felt that

the company encouraged employees to use Tuition-Aid.

TABLE 37: DOES YOUR LOCAL UNION ENCOURAGE MENBERS TO SEEK ADDITIONAL
EDUCATION OR TRAINING?

Yes

No

Ti T2

13.7 32.1

30.5 11.1

Don't know 55.8 56.8

---(N=95) (Ne81)

About 147. of the respondents at T1 and 327. at T2 felt that the

union encourages members to seek additional education or training.

About 30% of the respondents at Ti and only 11.19. at T2 indicated

that the union did not encourage the employees to take courses.

TABLE 38: DOES YOUR LOCAL UNIT"! ENCOURAGE FIBERS TO USE TUITION-
AID BENEFITS?

Tl T2

Yes 9.5 32.1

No 27.4 11.1

Dt v* now 63.2 56.8

(N=95) (Ne81)

About 107. of the respondents at Ti and 327. at T2 felt that the

union encouraged its members to use Tuition-Aid. The majority of

the respondents at both TI (63.2%) and T2 (56.8%) indicated that

they "didn't know."
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TABLE 39: HAVE ANY OF THE FOLLOWING PEOPLE ENCOURAGED YOU TO 'USE
TUITION-AID BENEFITS OR TO SEEK ADDITIONL EDUCATION OR
TRAINING?

Tuition-Aid Benefit

Yes No N

Education or Training

Yes No N

Supervisor 21.7 78.3 60 35.1 64.9 57

Fellow workers 27.6 72.4 58 43.3 56.7 60

Shop steward(s) 15.5 84.5 '58 13.0 87.0 54

Union leaders 12.3 87.7 57 16.9 83.1 59

Friends outside
of work 40.0 60.0 55 46.4 53.6 56

Family 47.1 52.9 51 64.0 36.0 50

About 47% of the workers relative to TA benefiti and 647. relative

to education or training repotted receiving encouragement to use

Tuition-Aid from their families. About 409. relative to TA benefits

and 467. relative tcx education or training reported receiving

couragement from their friends outside of work. Fellow workers

ranked third as a source_of inspiration, both with regard to TA-

benefits and education or training.

TABLE 40: DO YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE
ADDITIONAL EDUCATION OR TRAINING OR TO USE TUITION-AID
BENEFITS?

Letter of commendation

Special events_held
honoring students

Financial bonus

Consideration in career
development reviews

Wage increase

Yes No N

60

59

60

62

70

58.3

32.2

85.0

87.1

95.7

41.7

67.8

15.0

12.9

4.3

529
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Publicity for partici-
pating

Additional job respon-
sibilities

Promotion or hew job

Yes

29.3 70.7 58

59.0 41.0 61

93.3 6.7 75

Respondents-to this question indicated that all of the above

incentives, except "publicity for participation" and "special

events held honoring students" could encourage employees to take

additional education or'training, or to use Tuition-Aid benefits.

PART F: Factors affecting participation

TABLE 41: THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE
FURTHER. EDUCATION OR TRAINING. DO ANY OF THE FOLLOWING
ACT AS A PROBLEM FOR YOU.

A. Education and Training Programs -

No, it is not
a problem

The education or train-
ing programs I want

_.to take are not of-

Yes, it is
aproblem

Tl T2 -Tl T2

fered 35.7 29.0 64.3 71.0

Scheduling of education
offerings are not
convenient for me 46.4 47.2 53.6 52.8

Programs `'are held far
away for me 39.5 32.8 60.5 67.2

I do-not have transpor-
tation to get to pro-
grams 20.7 22.5 79.3 77,5

Programs held in the
evening are unsafe
for me to go to 32.9 34.2 67.1 65.8
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B. Information and Advice

I don't have adequate
information about
courses that are
available -

I do not have adequate
information about
what educational in-
stitutions are
available

I do not have adequate
advice or counseling
about available
courses and whether
I am qualified to
take them

I do not have adequate
advice or counseling
about available edu-
cational institutions

I do not have adequate
advice or counseling
about my career op-
portunities

C. Personal and Family

Ye', it is No it is not
alproblem a problem

1

-T1 T2

74.7 47.3

75.3 47.9

81.6 54.2

71.8 47.9

83.5 54.9

Tl T2

25.3 52.7

24.7 52.1

18.4 45.8

28.2 52.1

16.5 45.1

I don't want to take
courses on my own .

Yes, it is
a problem

No, it is not
a problem

T1 T2 Ti T2

time 33.7 29.6 66.3 70.4

I cannot afford child
care or make arrange-
ments for child care 11.0 11.4 89.0 88.6

I don't think .I could
pass the course 8.1 11.4 91.9 88.6
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I don't have enough
free time because
of\family respon-
sibilities

My work is too har
' and I. am too t ed

to take cours

My work eche ,le can-
not be re = imaged
to take me off to
attend educa-
tional rogram

Educat nal programs
wou take too long/
fo me to complete

My spouse (wife or
usband) doesn't

went me to /

My children don't
want me to

D. General

I 'don't think I would
get promoted or get
.a better job even if,
I took some education

Favoritism in who-gets
4, approval

If I take a course, my,
company may think I
lack askill

Overall, both at Ti and T2, factors relative to information and

aAhrice were the.most serious problems identified by the workers af-

fecting their decisions about whether or not to participate in edu-

cation or training. But the percentages identifying these factors

as significant problems dropped considerably from TI to T2. The

Yes, it is

1Ealikkna
No, it is not
a problem

T1 T2 Ti T2

31.0 .29.6 69.0 70.4

10.6 77.6 89.4 82.4

i

1.8 30.4 68.2 69.6

16.9 11.8 83.1 88.2

2.4 3.0 97.6 97.0

2.4 2.9 97.6 97.1

43.2 44.4 56.8 55.6

45.9, 24.6 54.1 75.4

8.0 9.0 92.0 91.0



second most important group of factors, again both at Ti and T2,

pertained to the education and training programs available to em-

ployees..

Both at Ti and T2, a majority of workers indicated that lack

of-adequate mice or counseling-about available courses, qualifi-

cation for courses, and their career opportunities constituted prob-

lems.

TABLE 42: DO YOU PERSONALLY WANT TO TAKE ANY FURTHER EDUCATION OR
TRAINING?

Tl T2

Yes, definitely 47.4 36.6

Y probably 40.2 41.5

No 12.4 22.0

. (N..97) (N=82)

About 47% of the respondents at Ti and oily 36.67. at T2 indi-

cated a lefinite desire to pursue education or training.

TABLE .43: DO YOU IERSONALLY THINK THAT YOU NEED MORE EDUCATION OR
,TRAINING?

Ti T2

Yes, definitely 52.1 42.2

Yes, probably 41.7 41.0

No 6.3 16.9

(N=96) (N=83)

About 527. (majority) ofthe respondents at Ti and only 427. at

T2 indicated a definite need on their part for further education or

training. Six percent of the respondents at Ti and 179. at T2 indi-

cated.that they did not feel the need.-.
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TABLE 44: DO YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN
THE NEXT TWO (2) YEARS?

T1 T2°

Yes, definitely 28.0 20.3

Yes, probably 43.0 41.8

No 29.0 38.0

(N -93) (N -79)

Twenty-eight percent of respondents at Ti and 207. at T2 indi-

cated that they definitely intended to continue, their education or

training in the two years after the survey. An additional 437. at

Ti and 42% at T2, indicated that they probably would.

TABLE 45: DO YOU THINK YOU WILL USE YOUR TUITION-AID BENEFITS IN
THE NEXT (2) YEARS?

Ti' T2

Yes, definitely 23.3 14.1

Yes, probably 41.9 42.3

No 34.9 43.6

(N -86) (N -78)

About 23% of the respondents at T1 and 149. at T2 anticipated

definitely using Tuition-Aid during the two years after the survey.

An additional 427. both at Ti and T2 indicated that they probably

would use their TA benefits in the next two years.

PART G: Background Information

TABLE 46: WHAT IS YOUR SEX?



1. Male

2. Female

TABLE 47: HOW OLD ARE YOU?

Under 25

25 - 34.

35 - 44

45 - 54

55 and over

About 37% of the respondents at Ti and 36% at T2 were' under

35 years of age.

T1 T2

28.1 22.6

71.9 77.4

(N96) (N84)

Ti T2

21.4 14.3

15.3 21.4

14.3 14.3

22,4 21.4

26.5 28.6

(N=98) (N=84)

TABLE 48: WHAT IS YOUR RACIAL BACKGROUND?

Tl T2

Black 13.4 8.4

White 85.6 89.2

American Indian or Alaskan
Native 1.0 2.4

Asian or Pacific Islander 0.0 0.0

(N=97) (N=83)

About 14% of the respondents at Ti and 11% at T2 were non-white.

TABLE 49: IS YOUR ETHNIC HERITAGE HISPANIC?
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Ti T2

Yes 1.1 2.5

No 98.9 97.5

(N -87) (N -79)

Only a small percent of the respondents (1.17. at Ti and 2.57. at
were of Hispanic ethnic heritage.

TABLE 50: WHAT IS YOUR CURRENT MARITAL STATUS?

Ti T2

Single, never married. 31.6 34.5

Married (not separated) 50.0 41.7

Married (separated) 0.0 3.6
Widowed

8.2 10.7
Divorced 10.2 __9.5

----/ (N -98) (N -84)

Fifty percent of the respondents at Ti and 41.7% at T2 were
married (not separated). The percentage single (never married) was
lower at T1 as compared with T2 by about three percentage points.

TABLE 51: HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU?

Number of dependents
Children Others

0 0

68.2 88.2
1

12.9 8.2
2

12.9 3.5
N3

3.5 0.0N
4

1.2 0.0
5 or more 1.2 0.0

(*85) (N85)
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.

TABLE 52: IN WHAT YEAR WAS YOUR LAST CHILD BORN?

Percent

Before 1955 32.6

1955 - 1960 23.8

1961 - 1965 11).9

1966 - inn 13.1

1971 - 1975 10.9

1976 - 1980 8.6

Of the respo-,dents with children, 19.5% had children under age 10-

TABLE 53: WHAT IS THE HIGHEST LEVEL OF EDUCATICN YOU HAVE ATTAINED?

T1 T2

Some high school or less 12.5 10.7

High school diploma or

GED
63.5 53.6

Some college, but no
associate or bachelor's
degree

19,8 28.6

Associate degree
2.1 3.6

Bachelor's degree or
higher

2.1 3.6

(N -96) (N=84)

Twenty-four percent of the respondents at T1 and 36% at T2 had

more than a high school or GED education. About 12% of the respon-

dents at T1 and 11% at T2 had some high school odilcation or less.

TABLE 54: IN WHAT YEAR DID YOU ATTAIN YOUR HIGHEST LEVEL OF EDUCATION?

Percent

Before 1955
40.5

1955 - 1960 9.6
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Percept

1961 - 1965 2.7

1966 - 1970 13.5

1971 - 1975 20.3

1976 - 1980 13.5

About 34% of the respondents had Attained their highest level

of education within the past 10 years.

TABLE 55: DO YOU HAVE A ONE-YEAR CERTIFICATE. TRADE LICENSE, PRO-
FESSIONAL LICENSE, OR JOURNEYMAN'S CERTIFICATE?

Yes 11.7

No 88.3

(N77)

Approximately 127. of the respondents had a one-year certificate,

trade license, professional license, or journeyman's certificate.

TABLE 56: WHICH OF THE FOLLOWING BEST DESCRIBES THE LOCATION OF THE
PLACE WHERE YOU LIVE?

Rural or farm community 7.5

Small town or village (less
than 50,000 people) 22.5

Medium-sized city or its
suburbs (50,000 - 250,000
people) 51.3

Fairly large city or its
suburbs (250,000 -
500,000 people) 13.8

Very large city or its
suburbs (over 500,000
people) 5.0

(N80)

A majority of the respondents lived in a medium-sized city or

5
1E1



. 1-7

-35-

its suburbs.

:TABLE 57: WHAT SHIFT DO YOU USUALLY WORK?

Day 100.0

Evening 0.0

Night 0.0

Split 0.0

(N -84)

All respondents reported to be working only during the day-shift.

TABLE 58: ON THE AVERAGE, HOW MANY HOURS PER WEEK DO YOU WORK ON THIS
JOB?

Number of hours worked Percent

01 - 19 1.2

20 29 0.0

30 - 39 97.6

40- 49 1.2

50 - 59 0.0.

60 or more 0.0

(N -84)

About 98% of the respondents worked 30-39 hours per week. No-

body worked 50 or more hours per week.

TABLE 59: WHAT IS YOUR PAY CATEGORY?

Hourly 43.4

Salaried, but paid for overtime 47.0

Salaried, not paid for overtime 9.6

(11.83)
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Forty -seven percent of the respondents were salaried 'employees,

while 43.47. worked on an hourly basis.

TABLE 60: WHAT WAS YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE
been in this job for
your income last year

Ti 'T2

TAXES, DURING I778? (If you have
less than one year, please report
before taxes.)

Less than $7,499 24.7 14.1

$7,500 - $,9,999 57.3 53.8

$10,000.- $12,499 13.5 26.9

$12,500 - $14,999 3.4 1.3

$15,000 - $17,499 p0.0 0.0

$17,500 - $19,999 0.0 3.A

$20,000 - $22,499 0.0 0.0

$22,500 or more 1.1 0.0

(N -89) (N=78)

Only 1.17. of the respondents at Ti and 3.87. at T2 earned an

annual income of $15,000 or more.
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THE WORKER EDUCATION AND TRAINING STUDY

RESULTS OF THE FIRST SURVEY ADMINISTRATION

.COMPARISON SITE (New Jersey)
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PART A: GENERAL INFORMATION

AS AN OPERATING ENGINEER ONTABLE 1: HOW LONG HAVE YOU BEEN EMPLOYED
A CONTINUOUS BASIS?

Less than 1 year 5.0

1-5 years 5.0

6-10 years 9.0
11-15 years 14:0

16-20 years 7.9

21-25 years 13.9

26 or over years 39.3
No Answer 5.9

N=101\

Only 5.0% of the respondents had been ope\rating engineers

for less than one year. Almost 40% had betn operating engineers
for over 25 years, with an additional 22% in the 16-25 year
range.

TABLE 2: HOW LONG HAVE YOU HELD YOUR CURRENT POSITION WITH THE COMPANY?

Less than 1 year 45.9

1-5 years 34.1

6 -10 years 8.2

11-15 years 5.9

16-20 years 2.3

21-25 years 0.0

26 or over years 3.5

N=85

Almost 46% of respondents had been with their xrent employer
for less than one year and another 34.1% had been there for

1-5 years. Only 3.5% had been with their employer for more

than 20 years.
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TABLE 3: HOW USEFUL HAVE THE FOLLOWING BEEN FOR TOUR CURRENT JOB?

Very Somewhat Not Very Does Not
Useful Useful Useful Useless Apply

a. -High School

Education 71.6 21.1 0.0 1.1 6.3 95

Previous Job
Experience 91.5 6.4 0.0 2.1 0.0 94

c. Vocational
Education or
Training Since
High School 70.0 15.0 0.0 0.0 15.0 80

d. Academic or
Professional
Education
Since High
School 46.5 22.5 7.0 0.0 23;9- 71

Most workers found their previous job experience very useful
for their current job.,. High school education and vocational
education/training were ranked next.

TABLE 4: ARE YOU FAMILIAR WITH EXISTENCE OF A TUITION AID PLAN WHERE

YOU WORK?

Yes, very familiar 51.0

Yes, somewhat familiar 34..7

No, not 'familiar 14.3

N=98

Slightly over half ofthe respondents (51%) considered
themselves very familiar with the tuition aid plan.. White

thirty-four point seven percent (34,7.%) had some degree of
awareness of the plan, only 14.3% indicated that they were

not familiar with the plan.

TABLE S IF YOU ANSWERED YES TO° QUESTION 7 DO YOU KNOW WHO SPONSORS

THE PROGRAM?

Negotiated as part of company /union` contract 52.9

Compani, sponsored 0.0

Union spOnsored 47.1

N=85



Slightly over half of the respondents, believe that the plan
is nogotiated under contract. The remainder thought hat
the plan is union sponsored.

TABLE 6: IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION ABOUT
YOUR TUITION AID PLAN OR ABOUT EDUCATION'AND TRAINING AVAILABLE
TO YOU? to

Tuition Aid Plan

Yes 63.8
No 36.2

Education and Training

Yes 79.8
No 20.2

N=69 N=84

Approximately two in three of those responding reported
receiving information on the plan during the six months prior
to the survey. The percentage of workers *reporting receiving
information on available education and training during the same
period was somewhat higher: about four in five workers
indicated that they had received such information.

TABLE 7: ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION AID PLAN?

Yes 79.4
No 8.2
'Don't Know 12.4

N=97

Almost four-fifths of the respondents (79.4%) believed they
were eligible to take a course under the plan. Slightly more
than one-tenth (12.4%) indicated they did not know whether or
not they were eligible to participate. /

TABLE 8: DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE UNDER
YOUR TUITION AID PLAN?

Yes
No

N=92

78.3
21.7

Seventy-eight point three percent (78.3%) of the workers
responding to this question indicated that they did know how
to request approval for a course under the plan.



TABLE 9: WHAT OFFICE(S) OR INDIVIDUAL(S)
APPLICATION FOR TUITION-AID BENEFITS?

MUST GIVE

Yes

FORMAL

No

APPROVAL

Don't Know

TO AN

N

a. Employee's immediate supervisor 27.5 52.5 20.0 40

b. Supervisor of education &
training 81.7 5.0 13.3 60

c. Personnel department 26.3 50.0 23.7 38

d. Joint or union education
committee 87.5 4.7 7.8 -64

e. The educational ....istitution

offering the course 56.8 25.0 18.2 44

f. Other company or union
representative 57.4 23.4 19.1 47

Seven in eight of those responding indicated that the approval
of the joint or union education committee is necessary to take
a course. About four in five respondents indicated a super-
visor of education and training must give formal approval.
Fifty-seven point four percent (57.4%) responded that some
other company/union representative approval is needed. This
was followed by a response of 56:8% inidcating the need for \

approval by the educational institution offering the course. \

TABLE 10: THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT USE THEIR TUITION-
AID BENEFITS. DO ANY OF THE FOLLOWING ACT AS A PROBLEM FOR YOU?

a. Too much red tape in
applying for and getting
approval for education or
training

b. Education programs I want
to take are not covered
under the tuition-aid plan

C. Educational institutions
I want to go to are not

'covered uncer the plan

d. .I do not have adequate
information about the
tuition-aid plan

e. Not enough of the costs
are covered uncer the plan

r....._..

Yes, No,
it is a problem it is not a problem

7.6 92.4 79

11.8 88.2 . 76\

17.6 82.4 74

19.7 80.3 76

7.0 93.0 71

5 .1, 5
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f. Lam not able to p#y in
advance, even though I
will be reimbursed

g. I am not willing to pay
advance

. 13.9 86.1 72

8.5 91.5 71

Lack' Of information was cited as 'a problem by 19.7% of those
responding, while 17.6% responded lack of plan coverage of
desired education insititutions'asa problem.

PART B: PARTICIPATION IN EDUCATION AND TRAINING

TABLE 11: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING
IN THE LAST TWO (2) YEARS?

Education Program Training Program

Yes 30.4 Yes 28.1

No 69.6 No 71.9

, N=92 N=96

TABLE 12: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR TRAINING
PROGRAM IN THE PAST SIX (6) MONTHS?

Education Program Training Program

Yes 26.9 Yes 27.6

No 73.1 No 72.4

N=52 N =58.

Slightly over one-quarter of those responding participated in a
voluntary training program. Participation in voluntary education
during this period was about the same at 26.9%.



TABLE 13: WHY DID YOU PARTICIPATE IN THE EDUCATION

a. To get a degree, diploma, or certificate

b. To upgrade skills for present job

OR TRAINING

Yes

PROGRAM?

No

50.0

7.7

N

32

39

50.0

92.3

c. For a different job 17.2 82.8 29

d. For career advancement 81.3 18.8 32

e. For better wages 65.6 84.4 32

f; To prepare for retirement 26.7 73.3 30

g. For leisure time pursuits 46.7 53.3 30

h. For. aeneral knowledge 91.9 8.1 37

i. For parenting skills 61.3 38.7 31

j. For religious pursuits .17.9 82.1 28

k. To be a better union member 92.5 7.5 40

Respondents to this question indicated that they participated
in voluntary education or training:

to be a better union member;

to upgraoa skills; and

for general 'knowledge.

Reasons for participation cited least frequently wera:

'for a differenct job;

for religious pursuits; and

to prepare for retirement.
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TABLE 14:' PLEASE RANK YOUR REASONS.FOR PARTICIPATING IN THE PROGIAMS BY

PUTTING THE LETTER OF THE REASON.FROM QUESTION 16 IN THE

SPACES BELOW.

-a.

b.

c.

d.

e.

f.

g.

h.

i. ,

j.

k.

1st Choice

N=33

2nd Choice

N=32

3rd Choice

N=31

4.0

10.9

0.0

5.0

1.0

.0.0

0.0

2.0

0.0

0.0

8.9

0.0

8.9

0.0

5.9

1:0

0.0

0.0

7.9

1.0

0.0

5.0

1.0,

1.0

4.0

4.0 ,

1:0'

1.0,

lb .q

(1.0

0.0

5.

Reasons for participation most frequently chosen by respondents

were:

1st Choice:

2nd Choice:

3rd Choice:

To upgrade skills for present job and to be
a better union member.

To upgrade skills for present job. and for

general knowledge.

For general knowledge and; /to be

member.

a better union

'Reasons least frequently indicated overall were for a different

job and for religious pursuits. ;
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TABLE 15: IF YOU PARTICIPATED IN AN EDUCATION OR TRAINING PROGRAM,
PLEASE INDICATE HOW SATISFIED YOU WERE WITH THE INSTRUCTION
vnll ocrriurnvww 0..W.ov.Ve

Private voca-
tional/technical
or, business

Very
Satisfied Satisfied

Not
Satisfied

Very
Dissatisfied N

school 35.3 52.9 11.8 0.0 17

Public Voca-
tional/technical
or business school 31.3 56.3 12.5 0.0 16

4-year college/
university 57.1 14.3 28.6 0.0 7

Community college 36.4 54.5 9.1 0.0 11

Company/union run
schools or courses 81.8 18.2 0.0 0.0 22

High school 50.0 50.0 0.0 0.0 20

Registered
apprenticeship 33.3 66.7 0.0 0.0 6

Correspondence
school 0.0 100.0 0.0 -0.0 1

Community or
social organization
such as YMCA or
church 75.0 25.0 0.0 0.0 8

Generally, those responding reported being either satisfied or very
satisfied with instruction.
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a

TABLE 16: PLEASE INDICATE WHICH OF THE FOLLOWING PAID
OR TRAINING YOU RECEIVED.

FOR THE

14:4

EDUCATION

M- M
av

You (self-paid) 75.0 25.0 20

Union S7.5 2.5 40

Company--under tuition-aid plan 26.7 73.3 15

Company -- not under tuition-aid plan 27.3 72.7 11

Government (veteran's benefits, federal

loan or grant) 26.7 73.3 15

For the workers responding, the most common sources of educa-
tional financing were reported to be the union and the worker.
The remaining, responses were each cited as financial assistance
sources by approximately one-quarter of the respondents.

TABLE 17: IF YOU PrATICIPATED UNDER YOUR TUITION-AID PLAN, APPROXIMATELY
HOW LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO TAKE THE
EDUCATION OR TRAINING?

Less than one (1) week 38.7

1 week 6.5

2.weeks 16.1

3 weeks 6.5

4 or more weeks 32.3

N =31

For over 60% of the workers participating uncer the tuition
aid plan, it took two weeks or less to receive approval to
take the education or training. 'Thirty -two point three percent
(32.3%) indicated approval took four or more weeks.
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PART C: EDUCATIONAL OPPORTUNITIES

TAELF 12: rL:A!%.: ME:CATE THE IMPC=ANtA. iu tuu ri.m.)uroiLLI or ,in*.m Or

THE FOLLOWING PvSSIBLE USES OF FURTHER EDUCATION AND TRAIN-
ING.

a. To complete an 'ucational program
for a diploma, certificate, or
degr.a

b. To -eet new .people

c. To bec,....:e a more well-rounded person

d. For social .'ills

e. To improve joo performance

f. To learn skills for hobbies

g. To be a bette4 union member

h. To improve my ability to read,
write, speak, and do math

i. To be a better parent

j. To get a promotion

k. To improve family life

1. To prepare for another job or
career

m. To better understand communitj
issues ,

n. To learn more (knowledge for the
sake of knowledge)

o. To become a better worker

d. To prepare for retirement

Not
Important Important

39.7 60.3 78

34.6 65.4 81

16.7 83.3 84

31.0 69.0 84

10.6 89.4 94

49.3 50.7 75

12.8 87.2 94

23.7 76.3 76

31.6 68.4 76

26.6 73.4 '79

21.7 78.3 83

49.4 50.6. 79

24.4 75.6 82

11.2 88.8 89

14.1 85.9 85

28.8 71.3 80

The four mcst important uses of further education and training
were: to improve j..i performance, to learn more (knowledge for
the sake of knowledge), to be a better union vlerher, and to be-
come a better worker.



TABLE 19: WHICH OF THE FOLLOWING EDUCATIONAL PROGRAMS ARE AVAILABLE IN
YOUR LOCAL AREA?

a. Private. vocational, technical or
business schools

b. Public vocational, technical or
business schools

c. 4-year college/university

d. Community college

e. High school

f. Company-run schools or courses

g. Union-run shcools or courses

h. On-the-job training

i. Correspondence school

j. Community or social organization
such as UMCA or church

Respondents reported the most widely available educational programs
to be: high schools; public vocational,. technical, or business
schools; union-run schools/courses; and community colleges. Re-

sponses indicated workers were least sure about the availability
of company-run schools/courses (availability indicated as 33.8%
yes; 41.9%, no, and 24.3%, don't know).

Yes

Auailftlp
NNo Don't know

83.5 8.2 8.2 85

92.0 5.7 2.3 87

76.5 17.3 6.2 81

88.1 9.5 2.4 84

92.8 4.8 2.4 83

33.8 41.9 24.3 74

89.2 7.5 3.2 93

82.8 9.2 8.0 87

73.7 9.2 17.1 76

77.9 7.8 14.3 77

TABLE 20: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR EDUCATIONAL

PROGRAMS?

a. Private-vdcational, technical or
bus -Thess schools

ublic vocational, technical or
business schools

'7' c. 4-year college/university

d. Community college

e. High school

f. Company-run schools or courses

g. Union-run schools or courses

h. On-the-job training

i. Correspondence school

j. Community or social organization
such as YMCA or church

552

P.,-eference

Yes No

63.5 36.5 74

78.7 21.3 75

72.2 27.8 72

76.8 23.2 69

70.4 29.6 71

38.8 61.2 67

97.8 2.2 92

88.9 11.1 81

40.0 60.0 65

60.9 39.1 69
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The preferred educational programs identified by respondents
were union-run schools and on-the-job training. The least
preferred programs were company-run schools or courses and
correspondence schools.

TABLE 21: IN WHICH OF THE FOLLOWING PLACES ARE EDUCATIONAL PROGRAMS
CURRENTLY AVAILABLE?

Yes
Available.

NNo Don1t Know

a. Work site 57.0 37.2 5.8 86

b. Union hall 87.1 9.7 3.2 93

c.

d.

Education institution

Community organizatici (YMCA,
church, etc.)

81.7

53.2

7.3

19.5

11.0

27.3

82

77

e. Library 54.1 23.0 23.0 74

f. At my place of residence 32.3 59.7 8.1 62

The two places most frequently cited as providing edcuational
programs were educational institutions and the union hall. The
least frequently cited place was the employee's home. Around
one-quarter indicated they didn't know about the availability
of educational programs through community organizations or at
libraries.

TABLE 22: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR THE LOCATION OF
EDUCATIONAL PROGRAMS?

a. Work site

b. Union hall

c. Education institution

d. Community organization (YMCA,
church, etc.)

e. Library

f. At my place of residence

Preference
Yes No N

73.8 26.2 84

88.6 11.4 88

89.0 11.0 73

60.6 39.4 66

59.7 40.3 62

43.5 56.5 62
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Education institutions and the union hall (89% and 88.6% re-
spectively) were the two most preferred locations for educa-
tional programs. The worker's home was the least preferred.

TABLE 23: WHICH METHODS OF LEARNING ARE CURRENTLY AVAILABLE?

a. Lectures or classes

b. Workshops or conferences

c. Correspondence courses

d. Television or video cassettes

e. Radio, records, or audio cassettes

f. Informal discussion groups

g. Private individual instruction

h. On-the-job training

i. Computer-assisted instruction

j. On my own

Available
Yes -N5----Ton't know N

89.4 4:7 5.9 85

78.3 13.3 8.4 83

45.6 27.9 26.5 68

43.1 30.6 26.4 72

29.4 36.8 33.8 68

67.1. 13.9 19.0 79

49.3 32.4 18.3 71

84.6 13.2 2.2 91

12.5 45.3 42.2 64

78.3 14.5 7.2 69

Lectures/classes and on-the-job training were reported to be
available by 89.4% and 84.6% respectively. Approximately three
in four of the respondents reported workshops/conferences and

learning-on-their own were available. Sixty-seven point one

percent (67.1%) indicated informal discussion groups as availa-

ble. For the remainder of learning methods, forty-five percent
or fewer of the respondents reported availability.

554
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TABLE 24: AVAILABLE OR NOT WHAT IS YOUR PREFERENCE FOR METHODS OF
LEARNING?

a. Lectures or classes

b. Workshops or conferenaes

c. Correspondence courses

d. Television or video cassettes

e. Radio, records,aoraudio cassettes

f. Informal discussion groups

g. Private individual instruction

h. On-the-job training

1. Computer-assisted instruction

j. On my own

Preference
Yes No

89.5 10.5 86

93.1 6.9 87

24.6 75.4 65

62.5 37.5 72

43.3 56.7 67

88.2 11.8 76

76.8 23.2 69

94.6 E.4 93

37.1 62.9 62

82.7 17.3 75

On-the-job training, followed by workshops/conferences, lec-
tures or classes, and informal discussion groups were reported
to be the preferred methods of learning by mord than four in
five of those responding.. Those least preferred were corre-
spondence courses; computer - assisted instruction; and radio,
records; or radio cassettes.

TABLE 25: IF YOU WERE TO PARTICIPATE IN AN EDUCATION OR TRAINING PROGRAM,
IS THERE A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFF' 1 '.EARN?

Yes

No
ResF6nse N

Fellow workers , 87.1 '2.9 101

Supervisory or company administra-
tive personnel 26.7. /3.1 101

Family members 31.7 101

Anyone interested in the program 54.5 101

No preference 12.9 87,1 101

More than eighty percent (87.1%) of the r:.londents indicated
that they were willing to participate in an educatio- or
training program with fellow workers.
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TABLE 26: IS THERE ANY AGE GROUP YOU WOULD PREFER TO BE IN
WITH YOU.

Yet.

People who are lily own age. 33.7

People who are younger than I am. 19.8
. _

People who are older than I am. 22.8

Any age group--age does not matter. 81.0

THE PROGRAM

No or 'k,

Respor,,e N

1,11sus

101

101

101

cc ,uu,,

lu.2

7 2

1.0

Four in five of the workers indicated that age was unimportant
in their performance for fellow learners.

556
..1111644,4t
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PART'D: INFORMATION AND ADVICE

IN THE
EDUCATION

Tuition
Aid Plan

LAST SIX
AND

No
81.2

MONTHS ABOUT
TRAINING AVAIL-

Education &
Training

TO1

TABLE 27: HOW DID YOU RECEIVE INFORMATION
YOUR TUITION AID PLAN OR ABOUT
ABLE TO YOU?

Employee handbook
Yes

TE8
Yes
Tra

No

82.2

Handouts to employees 7.9 92.1 14.9. 85.1 101

Mailings to home 33.7 66.3 42.6 57.4 101

Bulletin board notices 5.9 94.1 12.9 87.1 101

In company newspapers or
newsletters 10.0 90.0 10.0 90.0 100

In union newspaper 25.7 74.3 22.8 77.2 101

At union meetings 58.4 41.6 53.5 46.5 101

At company meetings 5.9 94.1 5.9 94.1 101

From counselor or advisor 5.0 95.0 6.0 94.0 100

From co-workers 26.7 73.3 24.8 75.2 101

From supervisors 5.9 94.1 5.0 95.0 101

From union representatives 54.5 45.5 51.5 48.5 101

Education catalogues or
notices 8.9 91.1 9.9 90.1 101

The sources of information most commonly cited by respondents were
union meetings and union representatives. The least frequently
cited information sources were supervisors, counselors/advisor, and
company meetings.
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TABLE 28: OF THE METHODS. LISTED, PLEASE INDICATE THE THREE METHODS THAT
YOU FIND MOST HELPFUL.

1st Choice .2nd Choice 3rd Choice Totals

Employee handbook 7.9 2.0 3.0 12.9
Handouts to employees 1.0 0.0 1.0 2.0

Mailings to home 25.7 6.9 5.9 38.5
Bulletin board notices 0.0 1.0 1.0 2.0

In company newspapers or
newsletters 2.0 0.0 1.0 3.0

In union newspaper 5.9 9.9 8.9 24.7

At union meetings 34.7 33.7 11.9 80.3
At company meetings 3.0 1.0 1.0 5.0

From counselor or advisor 3.0 5.0 10.9 18.9

From co-workers 0.0 8.9 8.9 17.8

From supervisors 0.0 2.0 1.0 3.0

From union representatives 5.0 14.9 22.8 42.,7

Education-catalogues or
notices 1.0 0.0 3.0 4.0

N=101 N=101 N=101

Of the choices offered, union meetings was selected by most of the
respondents as being helpful. The methods least frequently
identified as helpful were handouts to employees and bulletin
board notices.

TABLE 29: IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR TUITION
AID PLAN, FROM WHOM WOULD YOU LIKE TO GET.IT?

Yes No & No Response N

Co-workers 6.0 94.0 100

Supervisor 5.9 94.1 101

Union representative 92.1 7.9 101

Company representative 5.0 95.0 101

Nine in ten workers responding (92.1%) cited union representa-
tives as the preferred source of information in tuition-aid. The

remaining responses were each cited by less than 10% of those

responding.

53 8
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TABLE 30: IS THERE
CAN PkOVIDE

Company

A DESIGNATED
ADVICE

INDIVIDUAL
OR INFORMATION

Union

IN YOUR COMPANY OR UNION WHO
ABOUT EDUCATION AND CAREERS?

Yes 33.3 Yes 96.6
No 59.4 No 1.1
Don'i. Don't
Know 9.4 Know 2.1 /

/

N=32 N=94

While one-third of those responding indicated there is a
company representative providing advice/information about
education and careers, 96.8% reported a union reported a
union representative for this purpose.

TABLE 31: IN THE PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP
YOU WITH YOUR EDUCATION OR CAREER PLANNING?

Yes 58.2
No 41.8

N=91

Almost four in five of the respondents indicated they had
seen this individual in the two years prior to the survey.

TABLE 32: IN THE LAST SIX MONTHS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU
WITH YOUR EDUCATION OR CAREER PLANNING?

Yes 54.4
No 45.6

N=68

Of the 68 respondents to this question, slightly more than one-
half had consulted this individual for help in education or
career planning within the six months prior to the survey.

TABLE 33: IF YOU HAVE SEEN A COUNSELOR OR ADVISOR, WAS IT USEFUL OR
HELPFUL?

Yes, very useful
Somewhat useful
No, not useful

N=40

77.5
10.0
12.5

Thirty-five of the 40 respondents to this question reported their
meeting as "very" or "somewhat" useful.
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TABLE 34: IF INDIVIDUALS WERE AVAILABLE TO TALK TO YOU ABOUT YOUR
EDUCATIONAL OR CAREER PLANS, WOULD YOU GO TO TALK TO THEM?

Yes, definitely 72.5

Maybe 22.0

NO 5.5

N=91

Almost three-fourths of those responding indicated they would
definitely consult with_counselors/advisors, if they were available,
regarding education or career plans.

5G9
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PART E: INCENTIVES

TABLE 35:. DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO SEEK ADDITIONAL
EDUCATION OR TRAINTNn?

Yes 54.0
No 24.1
Don't
Know 21.8

N=87

A majority (54%) of the respondents felt that the company
did encourage employees to seek additional education or
training. About four in twenty didn't know, while about
five in twenty indicated that the company did not so encourage //
its employees.

TABLE 36: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO USE TUITION AID
BENEFITS?

Yes 43.4
No 26.5
Don't know 30.1

N=83

Approximately two in five of the employees responding felt that
the company encouraged the use of tuition aid benefits, although
about 25 of the 83 respondents didn't know if the company did
so.

TABLE 37: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO SEEK ADDITIONAL
EDUCATION OR TRAINING?

Yes 100%
No 0.0
Don't Know 0.0

N=98

TABLE 38: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO USE TUITION AID.
BENEFITS?

Yes 88.4
No 1.1

Don't know 10.5

N=95

Almost nine in ten of the respondents (88.4%) indicated that the
union encourages the use oftuition aid benefits.

5_61
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TABLE 39: HAVE ANY OF THE FOLLOWING PEOPLE ENCOURAGED YOU TO USE TUITION
AID BENEFITS OR TO SEEK ADDITIONAL EDUCATION OR TRAINING?

Tuition Aid Benefit Education or Training

.N

38

40

45

68

Yes

a. Supervisor 23.7 76.3
_--

-- b.- Fellow workers 47.5 52.5

c. Shop Steward(s) 62.2 37.8

d. Union leaders 83.8 16.2

. Friends outside
of work 26.5 . 73.5 34

Yes No N

36.4 63.6 44

62.0 38.0 50

73.2 26.8 56

88.2 13.8 68

42.1 57.9 38

Union leaders and shop stewards were cited most frequently ts
encouraging respondents to seek tuition aid benefits specifically,
and education/training generally; the supervisor and friends outside

of work were cited least frequently. \'

TABLE 40: DO YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE ADDITIONAL
EDUCATION OR TRAINING OR TO USE TUITION AID BENEFITS?

Yes No

a..

b.

Letter of commendation

Special events held

73.9 26.1 69

honoring students ,62.9 37.1 62

c.

d.

Financial bonus

Consideration in career

77.0 23.0 61

development reviews 90.8 9.2 65

'e. Wage increase 94.7 5.3 75

f.

g.

Publicity for participating

'Additional job

51'8 48.2 56

responsibilities 87.1 12.9 70

h. Promotion or new job 93.6 6.4 78

With affirmative responses of more than fifty percent, respondents
indicated that the above incentives could encourage employees to
take additional education or training or to use tuition aid benefits.

562
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PART F: FACTORS AFFECTING PARTICIPATION

TABLE 41: THERE. ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE FURTHER
EDUCATION OR TRAINING. DO ANY OF THE FOLLOWING ACT AS A
PROBLEM FOR YOU.

A. Education and Training_ Programs

The education or training programs
I want to take are not offered

Scheduling of education offerings
are not convenient for me

Programs are held far away for me

I do not have transportation to
get to programs

Programs held in,the evening are
unsafe for me to go to

B. Information and Advice

I don't have adequate information
about courses that are available

I do not have adequate information
about what educational institutions
are available

I do not hale adequate advice or
counseling about available courses
and whether I am qualified to take
them.

I do not have adequate advice or
counselingabout available
educatibnal institutions

I do not have adequate advice or
counseling about my career
opportunities

. Personal and. Family

I don't want to take courses on
my owa time

I cannot afford child care or
make arrangements for child care

I don't think I could pass the
course

Yes, it is
a problem

No, it is
not a problem N

21.7 78.3 83

20.3 79.7 79

25.9 74.1 81

0.0 100.0 75

1.3 98.7 76

12.3 87.7 81

14.8 85.2 81

15.0 85.0 80

10.6 89.4 85

7.4 92.6 81

4.5 95.5 88

5.1 94.9 79

4.7 95.3 86
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C. (Continued)

I don't have enough free time
because of family resporLibilities

My work is too hard and 7 am too
tired to take courser

.

My work schedule can not be
rearranged to take time off
to attend an educational program

Educational programs would take
too long for me to complete

.

My spouse (wife or husband) dOesn't
want me to

My children don't want me to .

D. General

I don't think I would get promoted
or get a better job even if r took
some education

Favoritism in who gets approval

If I take a course, any company
may think I lack a skill

Yes, it is
a problem

No, it is not
a problem

11.0 89.0 82

7.1 52.9 84

23.2 76.8 82

3.5 96.5 85

3.5 96.5 85

1.2 98.8 82

6.0 94.0 d4

1.2 98.8 82

0.0 100.0 82

Overall, factors relating to the physical aspects of educational
training programs wre the most commonly identified problems reported
as affecting decisions about whether or not to participate. The
second group of factors, though less prominent, related to infor-
mation and advice available to employees.

Those responding indicated as problems (in rank order) travel to
and from the rpogram site (25.2%), the kind of education/training
programs offered (21.7%), and scheduling of education offerings
(20 3%).

TABLE 42: DO YOU PERSONALLY WANT TO TAKE ANY FURTHER EDUCATION OR TRAINING?

Yes, definately 47.3
Yes, probably 32.3
No 20.4

N=93

Forty-seven point three percent (47.3%) of the respondents indicated
a definite desire to pursue further education or training; 20.4%
indicated they did not want to do so.

56,1
-4.'.-..
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TABLE 43: DO YOU PERSONALLY THINK THAT YOU NEED MORE EDUCATION OR TRAINING?

Yes, definitely 41.9
Yes, probably 41.9
No 16.1

N=93

Two in five of those responding indicated a definite need
for further education or training, with the same number
indicating, they probably need to do so.

TABLE 44: DO YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN THE
NEXT TWO YEARS?

Yes, definitely 30.8
Yes, probably 36.3
No 33.0

N=91

Two-thirds of the 91 responding indicated they either probably or
definitely will continue their education or training in the next
two years.

TABLE 45: DO YOU THINK YOU WILL USE YOUR TUITION AID BENEFITS IN THE
NEXT TWO YEARS?

Yes, definitely 23.6
Yes, probably 33.7
No 42.7

N=89

Almost one-quarter of those responding definitely anticipated
using tuition aid within the two years after the survey. An
additional one-third indicated they will likely-make use of the
benefits. Forty-two point seven percent (42.7%) do not intend
to take advantage of tuition aid during that time.
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PART G: BACKGROUND INFORMATION

TABLE 46: WrAT IS YOUR SEX?

Male 98.0
Female 2.0

N=98

TABLE 47: HOW OLD ARE YOU?

Unditr 25 0.0
25.24 9.1

35-44 20.3

45-54 37.4

55 and over 33.3

N=99

About 70% of the respondents were age 45 or more.

TABLE 48: WHAT IS YOUR RACIAL BACKGROUND?

Black 2.0

White 95.9

American Indian or
Alaskan Native 2.0

Asian or Pacific
Islander 0.0

N=98

TABLE 49: IS YOUR ETHNIC HERITAGE HISPANIC?

Yes

No

N=84

3.6
96.4

TABLE 50: WHAT IS YOUR CURRENT MARITAL STATUS?

Single, never married 3.1

Married (not separated) 90.8
Married (separated) 4.1

Widowed 0.0

Divorced 2.0

N=98
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TABLE 51: HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU?

# of Dependents Children Others

0 32.7 57.4
1 12.9 26.7
2 19.8 13.9
3 17.8 2.0
4 10.0' 0.0
5+ 6.9 0.0

N=101 N=101

TABLE 52: IN WHAT YEAR WAS YOUR LAST CHILD BORN?

Before 1955
1955-1964
1965-1974
1975-1980

19.8
36.3
35.2
8.9

N=91

Over 56% had children older than 15 years.

TABLE 53: WHAT IS THE HIGHEST.LEVEL OF EDUCATION YOU HAVE ATTAINED?

a. Some high school cm less

b. High school diplomP or GED

c. Some college, but no associate
or bachelor's degree

d. Associate degree

e. Bachelor's degree or higher

20.6

45.4

28.9

0.J

5.2

N=97

About 45% of the respondents completed high school or GED.
Thirty-four point one percent (34.1%) had some level of
postsecondary schooling; one in five had less than a high
selool diploma.
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TABLE 54: IN WHAT YEAR DID YOU ATTAIN YOUR HIGHEST LEVEL OF EDUCATION?

Before 1955
1955-1960
1961-1965
1966-1970
1971-1975
1976-1980

65.9
11.0
8.8
7.7

3.3
3.3

N=91

Over 65% attained their highest level of educatio6 before
1955.

TABLE 55: DO YOU HAVE A ONE-YEAR CERTIFICATE, TRADE LICENSE, PROFESSIONAL
LICENSE, OR JOURNEYMAN'S CERTIFICATE?

Yes 79.1

No 20.9--

N=91

Four in five respondents had a one-year certificate, t.
license, professional license, or journeyman's certifi

TABLE 56: WHICH OF THE FOLLOWING BEST DESCRIBES THE LOCATION OF ',HE
PLACE WHERE YOU LIVE?

Rural or farm community 13.4

Small town or village
(less than 50,000 people) 54.6

Medium-sized city or its
suburbs (50,000-25,000
people) 27.8

Fairly large city or its
suburbs (250,000-500,000
people) ?

Very large city or its
suburbs (over 500,000 people) 2.1

N=97'

A majority of those responding lived-in a small town or village.
Twenty-seven point eight percent (27.8%) were located in a
medium-sized city or its suburbs.

5c8
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TABLE 57: WHAT SHIFT DO YOU USUALLY WORK?

Day 98.9
Evening 0.0
Night 0.0

1.1

N=95

TABLE 58: ON THE AVERAGE, HOW MANY HOURS PER WEEK DO YOU WORK ON THIS
JOB?

1-19 0.0
20-29 0.0
30-39 0.0
40-49 94.8
50-59 3.1
60 or
more 2.1

N=96

Almost all of the respondents worked a 40-49 hour week on the job
they held at the time of the survey. Five point two percent
(5.2%) work 50 hours or more.

TABLE 59: WHAT IS YOUR PAY CATEGORY?

Hourly 93..5

Salaried, but paid
for overtime -6.5

Salaried, not paid
for overtime 0.0

N=93

All but 6.5% who were salaried but paid for overtime wet-- it,urlf
workers.

6
TABLE 60:, WHAT WAS YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE T 4ES.

DURING 1978?

Less than $7,499
7,500 - .9,999
10,000 - 12,499
12,500 - 14,999

'15,000 - 17,499
17,500 - 19,999
20,000 - 22,499
22,500 or more

N=84

1.2
1.2
1.2
7.1

8.3
9.5

13.1

58.3
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Almost 60% of those responding reported an annual income of
over $22,500. Reported income of less than $10,000 was only
slight at 2.4%.
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TABLE 1: HOW LONG-HAVE YOU BEEN EMPLOYED IN THIS COMPANY ON A
CONTINUOUS BASIS?

Less than one year 8.3

1-5 years 8.4

6 -10 years 14.6

11-15 years 18.9

16-20 years 25.1

21-25 years 12.5

26-30 years 12.5

Only 8.3% of the respondents had been operating engineers

for less than one year. And, 12.5% had been operating engineers

for over 25 years, with close to 38% in the 16-25 years range.

TABLE 2: HOW LONG HAVE YOU HELD YOUR CURRENT JOB OR POSITION
IN THIS COMPANY?

Less than one year 47.9

1-5 years 10.4

6-10 years 10.4

11-1E years 10.4

16-20 years 10.4

21-25 years 4.2

26 or more 6.3

Almost 48% of the respondents had been with their current

employer for less than one year and another 10.4% had been there

for another 1-5 years. A little over 10% had been in their

current position,for over 20 years.
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TABLE 3: HOW USEFUL HAVE THE FOLLOWING BEEN FOR YOUR CURRENT JOB?

Very Somewhat Not Very Does Not
Useful Useful Useful Useless Apply

High School
education

46.5 34.9 7.0 9.3 2.3 43

Previous job
experience

69.0 21.4 7.1 2.4 0.0 42

Vocational
education or
training since
high school

48.3 20.7 13.8 13.8 3.4 29

Academic or
professional
education since
high school

34.8 17.1 21.1 8.7 17.4 23

Most workers found their previous int), experiences very useful

for their current job. Vocational education or training since

high school ranked second with 48.3% regarding it as very useful.

TABLE 4: ARE YOU FAMILIAR WITH THE EXISTENCE C- A TUITION AID PLAN
WHERE YOU WORK?

T1 T
2

Yes, very familiar 51.0 35.6

Yes, somewh4t familiar 34.7 37.8

No, not familiar 14.3 , 26.7

(N.98) (N=45)

About 51% of respondents at TI and 36% at T2 considered

themselves very familiar with Tuition-Aid plans with about

35% at T
1

and 38% at T
2

indicating that they had some degree

of awareness of the plan. About 14% of the respondents at

T
1

and about 27% at T
2

indicated that they were not familiar

with the plan.
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TABLE 5.: IF YOU ANSWERED YES TO QUESTION 7, DO YOU KNOW WHO
SPONSORS THE PROGRAM?

Negotiated as part of company/union contract 36.4

Company sponsored 3.0

Union sponsored 60.6

(N=33)

About 36% of the respondents believed that the plan is

negotiated'as part of a company/union con ract. The majority

(60.6 %) believed that it is union sponscred.

TABLE 6: IN THE LAST SIX MONTHS HAVE YOU RECEIVED INFORMATION
ABOUT YOUR. TUITION -AID PLAN OR BOUT EDUCATION AND
TRAINING AVAILABLE TO YOU?

T1
1

T
2

T

./
YES. 63.8 47.2 YE7 79.8 71.1

NO 36.2 52.8 NO/ 20.2 28.9

(N=69) (N=36) (N=84) (N=38) o

About 64% of the respondents at T1 and 47% at T2 reported

receiving in(ormation on the TA-plan during the six months prior

to the survey. The percentage of workers reporting receiving

information on available education and training during the six

months prior to the survey declined from 79.8% at TI to 711% at 12.

TABLE 7: ARE YOU ELIGIBLE TO TAKE A COURSE UNDER YOUR TUITION-AID PLAN?'

T
1.

T
2

YES 79.4 65.0

NO 8.2 10.0

DON'T KNOW 12.4 25.0

r. (N=97) (N=40)
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Both at T1 and T2, the majority of the respondents indi-

cated that they were eligible to take a course under their

TA-plan.

TABLE 8: DO YOU KNOW HOW TO REQUEST APPROVAL TO TAKE A COURSE
UNDER YOUR TUITION-AID PLAN

TT1 T2

YES 78.3 75.7

NO 21.7 24.3

(N=92) (N=37)

About 78% of the respondents at T1 and 76% at T2 indi-

cated that they knew how to request approval to take a course

under their Tuition-Aid plan.

TABLE 9: WHAT OFFICE(S) OR INDIVIDUAL(S) MUST GIVE FORMAL APPROVAL
TO AN APPLICATION FOR TUITION-AID BENEFITS?

YES NO
DON'T
KNOW N

Employee's immediate supervisor 0.0 58.3 41.7 12

Supervisor of education & training 77.8 5.6 16.7 18

Personnel department 0.0 70:0 30.0 10

Joint or union education committee 77.3 9.1 13.6 22

The educational institution offering
the course

33.3 22.2 44.4 9

Other company or union representative
, 61.7 7.7 30.8 13

About 7B% of the respondents felt that the approval of the

supervisor of education and training is necessary to take a' /

course. And, 77% indicated that the approval of the joint or

union educati on committee is necessary to take a course.
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C

TABLE 10: THERE ARE A LOT OF REASONS WHY PEOPLE MAY NAT USE THEIR
TUITION-AID BENEFITS. DO ANY OF THE FOLLOWING ACT AS ;A
PROBLEM FOR YOU?

Yes
It Is a Problem

No Ir

It Is Not A Problen

T1 TT2 T T2

a. Too much ,red tape in dpply-
ing for and getting approval
for education or training

7.6 10.7 92.4 89.3

b. Education programs "I want
to take are not covered
under the tuition-aidiplan

11.8 11.5 88.2 88.5

c. Educational institutions I 17.6 16.0 82.4 84.0
I want to go to, are not
covered under the plan

d. I o not have adequate
ip ormation about the
tU tion-aid plan

19.7- 19.2 80,3 80.8

f. I am not able to pay in
advance, even though I

will be reimbursed

13.9 26.9 86.1 73..110-

g. I am not willing to pay
in advance

8.5 9.1 91.5 90.9

Lack of information was cited as a probleik by 19.7% of the ,

respondents at Tl and 19.2% at T2. At T2, however, while 30.4% of

the respondents indicated that not enough of the costs are

covered under the plan", only 7.0% of the respondents at T1

indicated that this factor constituted a problem

PART PARTICIPATION IN EDUCATION AND TRAINING

TABLE 11: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR
TRAINING PROGRAM IN THE LAST TWO (2) YEARS?

YES
NO

Education Program

T
2

30.4

(N =92)

7.9
92.1

Training Program

T
1

T
2

;ES 28.1
71.9

22.5
77.5

(N.96) 1 (N-40)

,T
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About 30% of respondents at T1 and only 79% at T2 said

that they had participated in a. voluntary education program

during the two years prior to the survey. About 28% of the

respondents at Tl and 22.5% at T2 reported that they had pr-

ticipated in a voluntary training program.

TABLE 12: HAVE YOU PARTICIPATED IN A VOLUNTARY EDUCATION OR
TRAINING PROGRAM IN THE PAST SIX (6) MONTHS?

Education Program Training Program
T

1
T
2

T
1

T
2

YES 26.9 18.2 YES 27.6 9.5

NO 73.1 81.8 NO 72.4 90.5

(N=52) (N=22) (N=58) (N=21)

About 27% of the respondents at T1 and 18.2% at T2 said

that they had participated in a voluntary education program in

the six months prior to the survey. Participation in voluntary:

training during the same period was reported to be 27.6% at T1

and only 9.5% at T2.

TABLE 13: WHY DID YOU PARTICIPATE IN THE
PROGRAM?

EDUCATION OR TRAINING

YES NO N

a. To get a degree, diploma, or
certificate

75.0 25.0 8

b. To upgrade skills for present job 84.6 15.4 13

c. For a different job 60.0 40.0 10

d. For career advancement 87.5 12.5 8

e. For better wages 90.9 9.1 11

f. To prepare for retirement 50.0 50.0 8

g., For leisure time pursuits 22.2 77.8 9

h. For general knowledge 87.5 12.5 8

i. For parenting skills 62.5 37.5 8

j. For religious pursuits 22.2 77.8 9

k. To be a better union member 0.0 0.0 0
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Respondents to this question indicated that they partici-

pated in voluntary education or training (first five reasons in

decreasing importance).

1. For better wages.

2&3. For career advancement and for general knowledge.

4. To upgrade skills for present job.

5. To get a degree, diploma, or certificate.

TABLE 14: PLEASE RANK YOUR REASONS FOR PARTICIPATIIG IN THE
PROGRAMS BY PUTTING THE LETTER OF THE REASON FROM
QUESTION 16 IN THE SPACES BELOW.

1st 2nd 3rd
CHOICE CHOICE CHOICE

a; To get a degree, diploma, or certifi-
cate

0.0 12.5 0.0

b. To upgrade skills for present job 25.0 12.5 33.3

c. For a different job 12.5 0.0 16.7

d. For career advancement 25.0 0.0 0.0

e. For better wages 25.0 25.0 0.0

f. To prepare for retirement 0.0 12.5 16.7

g. For leisure time pursuits 12.5 0.0 0.0

h. For general knowledge 0.0 0.0 16.7

i.
,

For patenting skills 0.0 0.0 0.7

j. For religious pursuits 0.0 0.0 0.7

k. To be a better union member 0.0 37.5 0.7

ReAsons for participation most frequently indicated by

the respondents to this question are:

1st choice: to upgrade skills for present job.

2nd choice: to be a better union member!

3rd choice: to upgrade skills for present job.

NOTE: Due to the small number of workers reponsding to this question
it is difficult to draw any conclusions about the above
percentages.
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TABLE 15: IF YOU PARTICIPATED IN AN EDUCATION OR TRAINING PROGRAM,
PLEASE INDICATE HOW SATISFIED YOU WERE WITH THE INSTRUCTION
YOU RECEIVED

Very
Satisfied ' Satisfied

Not

'Satisfied

Very
Dissatisfied N

Private voca-
tional/technical
or business
school

t0.0 50.0 0.0 0.0 2

Public voca-
tional, tech-
nical, or
business school

66.7 16.7 16.7 0.0 6

4-year college/
university

60.0 20.0 20.0 0.0 5

Community
college

33.3 66.7 0.0 0.0 3

Company/union
run schools
or courses

33.3 66.7 0.0 0.0 6

High school 40.0 60.0 0.0 0.0 5

Registered 0.0 100.0 0.0 0.0 3

apprentice-
ship

Correspondence
school

0.0 100.0 0.0 0.0

Community or
social organi-
zation such as

0.0 100.0 0.0 0.0 1

YMCA or church

It is difficult to draw any definite conclusion on the basis of

the few workers who have responded to this question. It appears, however, that

respondents reported general satisfaction with almost all of the education and

training they had received.
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TABLE 16: PLEASE INDICATE WHICH OF THE FOLLOWING PAID FOR THE EDUCATION OR

TRAINING YOU RECEIVED.

YES (1) NO (T1) YES (2) NO (2)

You (self-paid) 75.0 25.0 85.7 14.3

Union 97.5 2.5 81.8 18.2

Company -- under tuition aid plan 26.7 73.3 66.7 33.3

Company -- not under tuition aid plan 27.3 72.7 50.0 50.0

Government (veteran's benefits,
federal loan or grant) 26.7 73.3 50.0 50.0

Both at T
1
and T2, the most common source of financial assistance for

education and training were reported to be workers themselves and the union.

TABLE 17: IF YOU PARTICIPATED UNDER YOUR TUITION-AID PLAN, APPROXIMATELY HOW
LONG DID IT TAKE YOU TO RECEIVE APPROVAL TO TAKE THE EDUCATION OR
TRAINING?

Less than one (1) week 33.3

1 week 16.7

2 weeks 16.7

3 weeks 0.0

4 or more weeks 33.3

(N=6)

For about one third of the respondents who participated in'the TA-plan, it

took one or less than one week to receive approval to take the education or

training.

5:3 0
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PART C: EDUCATIONAL OPPORTUNITIES

TABLE 18: PLEASE INUICATE THE IMPORTANCE TO YOU PERSONALLY OF EACH OF THE
FOLLOWING POSSIBLE USES OF FURTHER EDUCATION AND TRAINING.

Not
Important Important N

To complete an educational 'r a diploma,
certificate, or degree

41.1 58.8 34

To meet new people 44.1 55.9 34

To become a more well-rounded persuh 27.8 72.2 36

For social skills 53.1 46.9 32

To improve job performance 15.0 85.0 40

To learn skills for hobbies 58.6 41.4 29

To be a better union member 22.0 78.0 41

To improve my ability to read, write, speak,
and do math

58.3 41.7 36

To be a better parent 61.3 38.7 31

To get a promotion 51.5 48.5 33

To improve family life 37.5 35.4 35

To prepare for another job or career 62.2 37.8 37

To better understand community issues 46.9 53.1 32

To learn more (knowledge for the sake of knowledge) 23.5 76.5 34

To become a better worker 10.0 90.0 40

To prepare for retirement 21.2 78.8 33

The three most important uses of further education and trainiri reported

are: (1) "to become a better worker," (2) "to improve job performance", and

(3) "to prepare for retirement".



TABLE 19: WHICH OF THE FOLLOWING EDUCATIONAL

LOCAL AREA?

PROGRAMS ARE AVAILABLE IN YOUR

AVAILABLE
YES NO DON'T KNOW N

Private vocational, technical or business
schools

82.4 11.8 5.9 34

Public vocational, technical or business
schools

77.1 17.1 5.7 35

4-year college/university 65.7 28.6 5.7 35

Community college 77.8 14.4 2.8 36

High school 80.0 17.1 2.9 35

Company-run schools or courses 45.5 39.4 15.2 33

Union-run schools or courses 90.0 10.0 0.0 40

On-the-job training 89.2 8.1 2.7 .37

Correspondence school 48.4 32.3 19.4 31

Community or social organization such as 78.1 18.8 3.1 32

YMCA or church

The most widely available education programs were reported to be: (1)

union-run schools or courses; (2) on-the-job training; and, (3) private vocational,

technical or business schools.

TABLE 20: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR EDUCATIONAL PROGRAMS?

PREFERENCE
YES NO

Private vocational, technical or business
schools

54.8 45.2 31

Public vocational, technical or business schools 75.0 25.0 32

4-year college/university 42.9 57.1 28

Community college 65.5 34.5 29

High school 62.1 37.9 29

Company-run schools.. or courses 50.0 50.0 28

Union-run tchools or courses 100.0 0.0 38

5s2



TABLE 20: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR EDUCATIONAL PROGRAMS?

PREFERENCE
YES NO N)

On-the-job training 94.7 5.3 38

Correspondence school 33.3 66.7 27

Community or social organization such as 53.6 46.4 28
YMCA or church

The three most preferred educational programs identified by respondents

were: (1) union-run schools or courses; (2) on-the-job training; and, (3)

public vocational, technical or business schools.

TABLE 21: IN WHICH OF THE FOLLOWING PLACES ARE
AVAILABLE?

EDUCATIONAL PROGRAMS CURRENTLY

AVAILABLE
YES NO DON'T KNOW N

Work site 57.1 37.1 5.7 35

Union hall 90.1 6.1 3.0 33

Education institution 59.4 28.1 12.5 32

Community organization (YMCA, church, etc) 29.6 33.3 37.0 27

Library 51.6 25.8 22.6 31

At my place of residence 21.4 71.4 7.1 28

The two places most frequently cited as providing educational programs were

"union hall" and "education institution." The least frequently cited place was

the workers place of residence.

TABLE 22: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR THE LOCATION OF EDUCATIONAL
PROGRAMS?

Work site

Union hall

Education institution

Community organization (YMCA, church, etc.)

Library

At may place of residence

PREFERENCE
YES NO

83.8 16.2 37

89.2 10.8 37

68.8 31.3 32

48.3 51.7 29

58.6 41.4 29

23.1

583
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Work sites and union halls are the two most preferred locations for educa-

tional programs.

TABLE 23: WHICH METHODS OF LEARNING ARE CURRENTLY AVAILABLE?

AVAILABLE
YES NO DON'T KNOW N

Lectures or classes 72.7 12.1 15.2 33

Workshops or conferences 72.2 13.9 13.9 36

Correspondence courses 41.4 34.5 24.1 29

Television or video cassettes 36.7 26.7 36.7 30

Radio, records, or audio cassettes 39.3 21.4 39.3 28

Informal discussion groups 46.7 20.0 33.3 30

Private individual instruction 53.6 21;4 25.0 28

On-the-job training 85.7 5.7 8.6 35

Computer-assisted instruction 24.1 37.9 37.9 29

On my own 70.0 23.3 6.7 30

On-the-job training, lectures or classes and workshops or conferences

were reported to be the three most available methods of learning. The least

available methods were reported to be computer-assisted instruction, TV or video

cassettes, and radio, records, or audio cassettes.

TABLE 24: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR METHODS OF LEARNING?

PREFERENCE
YES NO

Lectures or classes 72.7 27.3 33

Workshops or conferences 86.1 13.9 36

Correspondence courses 32.1 67.9 28

Television or video cassettes 42.9 57.1 28

5c'4
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TABLE 24: AVAILABLE OR NOT, WHAT IS YOUR PREFERENCE FOR METHODS OF LEARNING?

PREFERENCE
YES NO

Radio, records, or audio cassettes 39.1 60.7 28-,

Informal discussion groups 71.9 28.1 32

Private individual instruction 75.9 24.1 29

On-the-job training 100.0 0.0 36

Computer-assisted instruction 44.8 55.2 29

On my own 80.0 20.0 30

On-the-job training, followed up by "on my own" method, followed by

workshops or conferences, were reported to be the preferred methods of

learning for more than 70% of the respondents. Methods least preferred were:

correspondence courses, and radio., records, or audio cassettes.

TABLE 25: IF YOU WERE TO PARTICIPATE IN AN EDUCATION OR TRAINING PROGRAM, IS THERE
A GROUP OF PEOPLE WITH WHOM YOU WOULD PREFER TO LEARN?

YES DON'T KNOW N

Fellow workers 70.8 29.2 48

Supervisory-or company administrative
personnel

8.3 91.7 48

Family members 18.8 81.2 48

Anyone interested in the program 50.0 50.0 48

No preference 12.5 87.5 45

About 71% of the respondents indicated that they were willing to partici-

pate in an education or training program with their fellow workers, and 50%

indicated that they were willing to participate in the program with anyone

interested in the program.
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TABLE 26: IS THERE ANY AGE GROUP YOU WOULD PREFER TO BE IN THE PROGRAM WITH
YOU?

YES NO/NO RESPONSES N

People who are my own age 27.1 72.9 48

People whosdre younger than I am 8.3 91.7 48

People who are older than I am 6.3 93.7 48

Any age group - age does not matter 64.6 35.5 48

The majority (64.6%) of the workers indicated that any age was unimportant

in their preferences for fellow learners.

PART D: INFORMATION AND ADVICE

TABLE 27: HOW DID YOU RECEIVE INFORMATION IN THE LAST SIX MONTHS ABOUT YOUR
TUITION-AID PLAN OR ABOUT EDUCATION AND TRAINING AVAILABLE TO YOU?

T.A. PLAN
YES(T1) YES(T2)

ED, AND TRAINING
YES(T1) YES(T2)

a. Employee handbook 18.8 8.3 17.8 10.4

b. Handouts to employees 7.9 0.0 14.9 6.3

c. Mailings to home 33.7 33.3 42.6 31.3

d. Bulletin board notices 5.9 2.1 12.9 8.3

e. In company newspapers or
newsletters

10.0 4.2 10.0 2.1

f. In union newspaper 25.7 16.7 22.8 22.9

g. -\*At union meetings 58.4 41.7 53.5 43.8

h. At company meetings 5.9 2.1 5.9 0.0

i. From counselor or advisor 5.0 2.1 6.0 0.0-

j. From co-workers 26.7 14.6 . 24.8 18.8

k. From supervisors 5.9 2.1 5.0 0.0

1. From union representatives 54.5 35.4 51.5 33.3

m. Education catalogues or notices 8.9 4.2 9.9 2.1
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The sources of information most commonly cited by respondents at T1 and

T
2 were union meetings and from union representatives relative to both TA-plan

and educatiOn and training programs. The least frequently cited sources were

supervisors, counselor or advisor, company meetings, and handouts to employees.

TABLE 28: OF THE METHODS LISTED IN TABLE 27 ABOVE, PLEASE INDICATE THE THREE
METHODS THAT YOU FIND MOST HELPFUL.

1st

CHOICE
2nd

CHOICE
Ird

CHOICE

a. Employee handbook 14.3 4.3 0.0
&

b. Handouts to employees 0.0 0.0 0.0

c. Mailings to home
. 35.7 8.7 20.0

d. Bulletin board notices 0.0 0.0 0.0

e. In company newspapers or newsletters 0.0 , 0.0 0.0

f. In union newspaper 7.1. 4:3 0.0

g. At union meetings 35.7 -47.8 0.0

h. At company meetings 3-.6 4.3 5.0

i. From counselor or adviser 0.0 8.7 25.0

j. From co-workers 3.6 .3 25.0

k. From supervisors 0.0 O. 0.0

1. From union representatives y 0.0 17.4 25.0

m. Education catalogues or notices 0.0 0.0 0.0

(N=28) (N=23) (N=20)

At the first choice, 35.7% of the respondents found mailings to home, and

another 35.7% indicated union meetings as the most useful method of receiving

information. As the second choice, 47.8% indicated union meetings as the most

useful method; and as the third choice, advisor or counselor, co-workers,

and union representatives were favored equally.
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TABLE 29': IF YOU WERE INTERESTED IN GETTING INFORMATION ON YOUR TUITION-AID
PLAN, FROM WHOM WOULD YOU LIKE-TO GET IT?

YES(T
1
)*- YES(T2)*

Co-workers 6.0 12.5

Supervisor 5.9 10.4

Union representative 92.1 83.3

Company representative 5.0 2.1

Respondents most frequently cited "union representatives", both at

T
1

and T2, as preferred sources of informationsm Tuition Aid. The least

preferred source is reported to be the "company representative" at both

T
1
and T2.

TABLE 30: IS THERE A DESIGNATED INDIVIDUAL IN YOUR COMPANY OR UNION WHO CAN
PROVIDE APVICE OR INFORMATION ABOUT EDUCATION AND CAREERS?

Company T1 T
2

Union T
1

T
2

Yes 33.3 21.4 YES 96.8 78.6

No 59.4 50.0 No 1.1 7.1

Don't 9.4 28.5 Don't 2.1 14.3
Know . Know

(N=32)(N=14) (N=g94)(N=42)

About.33%' of the respondents at T1 and 21% at T2 indicated that there is

a designated person fn the company who can provide advice/information on

education and careers. Relative to the union, however, a significant majority

(97% at T1 and 79% at T
2
) indicated that there is a designated person in the

union who can provide advice/information on education and careers.

* The balance between those who said "Yes" and 100 represents the percent of

those who either said "No" or did not respond. to the particular question.
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TABLE 31: IN THE PAST TWO YEARS, HAVE YOU SEEN THIS INDIVIDUAL TO IIELP
YOU WITH YOUR EDUCATION OR CAREER PLANNING?

T
1

TT2

YES 58.2 38.2

NO 41.8 61.8

(N=91) (N=34)

About 58% of the respondents at T1 and 38.0% at T2 indicated that they

had seen this individual in the two years prior to the survey.

TABLE 32: IN THE LAST SIX MONTHS, HAVE YOU SEEN THIS INDIVIDUAL TO HELP YOU
WITH YOUR EDUCATION OR CAREER PLANNING?

T1
T
2

YES
54.4 38.1

NO 45.6 61.9

(N=68) (N=21)

About 54% of the respondents at T1 and only 38% at T2 indicated, that

they had consulted this individual for help in education or career planning

within the six months prior to*the survey.

TABLE 33: IF YOU HAVE SEEN A COUNSELOR OR ADVISOR,

T
1

WAS IT USEFUL OR HELPFUL?

TT2

Yes, very useful 77.5 44.4

Somewh't useful 10.0 44,4

No, not useful 12.5 11.1

(N=40) (N=9)

Eighty-eight percent of the respondents at T1 and only 44.4% at T2 who

had seen a counselor or advisor,reported the meeting as "very useful." Another
O

10% at T
1
and 44.4% at T

2
reported the meeting as "being somewhat useful."
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TABLE 34: IF INDIVIDUALS WERE AVAILABLE TO TALK TO YOU ABOUT YOUR EDUCA-
TIONAL OR CAREER PLANS, WOULD YOU GO TO TALK TO THEM?

T
1

TT2

Yes, definitely 72.5 61.1

Maybe 22.0 27.8

No 5.5 11.1

(N=91) (N=36)

Seventy-two percent of the respondents at T1 and 61% at T2 indicated

that they would talk to any individual available to talk to them about education

andcareers. Another 22% at T
1

and 28% at T
2

indicated that they "may" talk

to this individual.

PART E: Incentives

TABLE 35: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO SEEK ADDITIONAL EDUCATION

OR TRAINING?

TT
1 T2

YES 54.0 62.5

NO 24.1 22.5

DON'T KNOW 21.8 15.0

(N=87) (N=40)

A majority of the respondents at T1 (54 %),and T2 (62.5%) felt that

the company does encourage employees to seek additional education or training.

About 24% of the respondents at Ti and 22% at T2 felt that the company doe's

not so encourage its employees.

5D0
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TABLE 36: DOES YOUR COMPANY ENCOURAGE EMPLOYEES TO USE TUITION-AID BENEFITS?

T
1

T
2

YES 43.4 56.8

NO 26.5 13.5

DON'T KNOW 30.1 29.7

(N=83) (N=37)

About 43% of the respondents at T1 and 57% at T2 felt that the company 4

encourages employees to use Tuition Aid.

TABLE 37: DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO SEEK ADDITIONAL
EDUCATION OR TRAINING?

T1 T
2

YES 100.0 81.8

NO 0.0 4.5

DON'T KNOW 0.0 13.6

(N=98) (N=44)

All respondents at T1 and about 82% at T2 felt that the union encourages

members to seek additional education or training.

TABLE 38:' DOES YOUR LOCAL UNION ENCOURAGE MEMBERS TO USE TUITION-AID
BENEFITS?

T
1

YES 88.4 81.8

NO 1.1 4.5

DON'T KNOW 10.5 13.6

(N=95) (N=44)

A significant majority of the respondents at T1 (88.4%) and T2 (81.8%)

indicated that the union encourages its members to use Tuition Aid.
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TABLE 39: HAVE ANY OF THE FOLLOWING PEOPLE ENCOURAGED YOU TO USE TUITION-AID
BENEFITS OR TO SEEK ADDITIONAL EDUCATION OR TRAINING?

Tuition-Aid Benefit
YES NO N

Education or
YES NO

Training
N

Supervisor 18.8 81.3 16 18.2 81.8 11

Fellow workers 47.1 52.9 17 45.5 54.5 11

Shop steward(s) 53.3 46.7 15 56.3 43.8 16

Union leaders 78.6 21.4 28 88.5 11.5 26

Friends outside
of work

26.7 73.3 15 10.0 90.0 10

About 79% of the respondents reported receiving encouragement to use

Tuition-Aid from the "union leaders", followed by about 53% who reported

receiving encouragement from "shop steward(s)". "Fellow workers" and "friends

outside of work" ranked third and fourth, respectively, as a source of inspira-

tion to use Tuition-Aid. Regarding education and training, workers generally

reported receiving encouragement from their "union leaders", "shop steward(s)",

and their "fellow workers" in a decreasing order, with "friends outside of

work" as the least mportant source of encouragement.

TABLE 40: DO YOU FEEL INCENTIVES COULD ENCOURAGE EMPLOYEES TO TAKE ADDITIONAL
EDUCATION OR TRAINING OR TO USE TUITION-AID BENEFITS?

YES NO

Letter of commendation 43.5 56.5 23

Special events held honoring students 42.9 57.1 21

Financial bonus 72.7 27.3 22

Consideration in career development reviews 60.9 39.1 23

Wage increase 93.3 6.7 30

Publicity for participating 40.0 60.0 20

Additional job responsibilities 62.5 37.5 24

Promotion or new job 88.5 11.5 26

5),2
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The majority of respondents to this question indicated that all

except "publicity for participating", "special events held honoring students", and

"letter of commendation" could encourage employees to take additional educa-

tion or training, or to use Tuition-Aid benefits.

PART F: FACTORS AFFECTING PARTICIPATION

TABLE 41: THERE ARE A LOT OF REASONS WHY PEOPLE MAY NOT PURSUE FURTHER EDUCA-
TION OR TRAINING. DO ANY OF THE FOLLOWING ACT AS A PROBLEM FOR YOU?

A. Education and Training Programs

The education or training programs I want
to take are not offered

Scheduling of education offerings are not
convenient for me

Programs are held far away for me

I do not have transportation to get to
programs

Programs held in the evening are unsafe
for me to go to

B. Information and Advice

I don't have adequate information about
courses that are available

I do not have adequate information about
what educational institutions are available

I do not have adequate advice or counseling
about available courses and whether I am
qualified to take them

I do not have adequate advice or counsel;
ing about available educational
institutions

I do not have adequate advice or
counseling about my career oppor-
tunities

Yes, it is
a problem_

No, it is not
a problem

T
1

T
2

T
1

T
2

21.7 15.7 78.3 83.3

20.3 31.3 79.7 68.8

25.9 33.3 74.1 66.7

0.0 12.1 100.0 87.9

1.3 6.5 98.7 93.5

12.3 31.3 87.7 68.8

14.8 25.8 85.2 74.2

15.0 25.0 85.0 75

10.6 23.3. 89.4 76.7

7. 22.6 92.6 77.4
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C. Personal and Family

I don't want to take courses on my
own time

I cannot afford child care or make
arrangements for child care

I don't think I could pass the
course

I don't have enough free time
because of family responsibilities

My wprrirfao and and I am too
tired to take courses

My work schedule cailnot be rearranged
to take time off to attend an educa-
tional program

Educational programs would take to
long for me to complete

My spouse (wife or husband) doesn't
want me to

My children don't want me do

D. General

I don't think I would get promoted
or get a better job even if 'I took

some education

Favoritism in who gets approval

If I take a course, my company may
think I lack a skill.

At T
1

the three most important problems were: (1) "programs are held far

away from me; (2) "my work schedule cannot be rearranged to take time off

to attend an educational program", and (3)-"the education or training programs

I want to take are not offered". However, at T2 a different set of problems

were reported as follows: (1) "programs are het far away for me", (2) "I

Yes, it is

a problem
T
1

.T2

No, it is not
a problem
T T

2

4.5 19.4 95.5 80.6

5,1 10.0 94.9 90.0

4.7 10.0 95.3 90.0

11.0 28.1 89.0 71.9

7.1 13.3 92.9 86.7

23.2 31.3 76.8 68.8

3.5 12.5 96.5 87.5

3.5 0.0 96.5 100.0

1.2 0.0, 98.8 100.0

6.0 24.2 94.0 75.8

1.2 25.5 98.8 '75.0

0.0 6.5 100.0 93.5

5 4
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don't have adequate information about courses that are available", (3)

"scheduling of education offerings are not convenient for me", and (4) "my

work schedule cannot be rearranged to take time off to attend an educational

program".

TABLE 42: DO YOU PERSONALLY WANT TO TAKE ANY FURTHER EDUCATION OR TRAINING?

T
1

TT2

Yes, definitely 47.3 39.5

Yes, probably 32.3 25.6

No 20.4 34.9

(N=93) (N=43)

About 47% of the respondents at T1 and 40% at T2 indicated

definite desire to pursue education or training. Twenty percent of the

respondents at T1 and 35% at T2 indicated that they did: not want further

education or training.

TABLE 43: DO YOU PERSONALLY THINK THAT YOU NEED MORE EDUCATION OR TRAINING?

T1 T
2

Yes, definitely 41.9 35.7

Yes, probably 41.9 28.6

No 16.1 35.7

(N=91) (N=42)

About 42% of the respondents at T
1

and 36% at T
2

indicated a definite

need on their part for further education and training. Sixteen percent at

T
1
and 36% at T

2
indicated that they did not feel the need.
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TABLE 44: DO YOU INTEND TO CONTINUE YOUR EDUCATION OR TRAINING IN THE NEXT
TWO (2) YEARS?

T1 T
2

Yes, definitely 30.8 16.7

Yes, probably 36.3 33.3

No 33.0 50.0

(N=91) (N=42)

Thirty-one percent of the respondents at T1 and about 17% at T2 indicated

that they definitely intended to continue their education or training in the

two years after the survey. An additional 36% at T1 and 33% at T2 indicated

that they probably would.

TABLE 45: DO YOU THINK YOU WILL USE YOUR TUITION-AID BENEFITS IN THE,NEXT

(2) YEARS?

T
1

T
2

Yes, definitely 23.6 32.5

Yes, probably 33.7 15.0

No 42.7 52.5

(N=89) (N=40)

Twenty-four percent of the respondents at T1 and 32% at T2 anticipated

definitely. using Tuition-Aid during the two years after the survey. ,An addi-

tional 34% at T1 and 15% at T2 indicated that they probably would use their

T-A benefits in the next two years:

PART G: BACKGROUND INFORMATION

TABLE 46: WHAT IS YOUR SEX?

Male

Female

596

T
1

T
2

98.0 100.0

2.0 0.0

(N=98) (N=48)



-26-

TABLE 47: HOW OLD ARE YOU?

'1

Under 25 0.0 2.2

25 - 34 9.1 20.0

35 - 44 20.2 15.6

45 - 54 37.4 42.2

55 and over 33. 20.0

(N=99) (N=45)

About 91 of the respondents at T1 and 22% at T2 were under 35 years of age.

TABLE 48: WHAT IS YOUR RACIAL BACKGROUND?

Black

White

American Indian or Alaskan
Native

Asian or Pacific Islander

T. T
2

2.0

95.9

2.0

4.5

93.2

0.0

0.0 2.3

(N=98) (N=44)

Two percent of the respondents at Ti and 4.5% at 12 were black.

TABLE 49: IS YOUR ETHNIC HERITAGE HISPANIC?

1
T
2

Yes .3.6 7.7

No 96.4 92.3

(N=84) (N=39)

About 4% of the respondents at TI and 8% at 12 were of Hispanic ethnic

heritage.
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TABLE 50: WHAT IS YOUR CURRENT MARITAL STATUS?

T
1

T
2

Single, never married 3.1- 9.1

Married (not separated) 90.8 86.4

Married (separated) 4.1 0.0

Widowed 0.0 2.3

Divorced 2.0 2.3

(N=98) (N=44)

About 91% of the'respondents at T1 and 86% at T2 were married (not

separated.

TABLE 51:. HOW MANY DEPENDENTS ARE CURRENTLY LIVING WITH YOU?

It of Dependents Children Others

0 41.7 66.7

1 18.8 22.9

2 14.6 6.3

3 8.3 4.2

4 10.4 0.0

5+ 6.3 0.0

(N=48) (N=48)

TABLE 52: IN WHAT YEAR WAS YOUR LAST CHILD BORN?

Percent

Prior to 1950 24.2

195Q - 1959, 2.7

1960 - 1969 54.0

1970 - 1979 18.9

(N=37)
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Of the respondents with children, 18.9% had children under ten years

of age at the time of the survey.

TABLE 53: WHAT IS THE HIGHEST LEVEL OF EDUCATION YOU HAVE ATTAINED?

T
1

T
2

Some high school or less

High school diploma or GED

Some college, but no associate or
bachelor's degree

Associate degree

Bachelor's degree or higher

20.6

45.4

25.0

38.6

28.9 31.8

0.0 2.3

5.2 2.3

(N=97) (Nr44)

The majority of the respondents both at T1 and T2.had more than a high

school or GED education. About 21% at T1 and 25% at T2 had "some high

school or less" education.

TABLE 54: IN WHAT YEAR DID YOU ATTAIN YOUR HIGHEST LEVEL OF EDUCATION?

YEAR PERCENT

Prior to 1950 44.6

1950 - 1954 5.2

1955 - 1959 13.1

1960 - 1964 15.8

1965 - 1969 7.8

1970 - 1974 10.4

1975 - 1979 0.0

1980 2.6

(N=38)

About 13% of respondents attained their highest level of education within

the past 10 years.
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TABLE 55: DO YOU HAVE A ONE-YEAR CERTIFICATE, TRADE LICENSE, PROFESSIONAL

LICENSE, OR JOURNEYMAN'S CERTIFICATE? -

YES 55.6

NO 44.4

N=36)

About 56% of the respondents had a one-year certificate, trade

license, professional license, or journeyman's certificate.

TABLE 56: WHICH OF THE FOLLOWING BEST DESCRIBES THE LOCATION OF SHE PLACE
WHERE YOU LIVE?

Rural or farm community 18.6

Small town or villageAleSS than 46.5

50,000 people)----
0

Medium=iized city or its suburbs 32.6

(50,000 - 25,000 people)

Fairly large city or its suburbs 2.3

(250,000 - 500,000 people)

Very large city or its surburbs 0.0

(over 500,000 people)
(N=43)

Nearly 80% of the respondents livid in communities of less than 50,000.

TABLE 57: WHAT SHIFT DO YOU USUALLY WORK?

Day 100.0

Evening 0.0

Night 0.0

Split (WO)

All respondents worked during the day.
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TABLE 58: ON THE AVERAGE, HOW MANY HOURS PER WEEK DO YOU WORK ON THIS JOB?

Houri Worked Percent

00 - 19 0.0

20 - 29 0.0

30 - 39 4.8

40 - 49 92.9

50 - 59 2.4

. 60 or more 0.0

(N=42)
\

Abo 93% of the respondents worked 40 - 49 94rs'per week on the job

they held a 'the time of the surveY.

TABLE 59: WHAT\IS YOUR PAY CATEGORY?

Hourly

Salaried, but paid for overtime

Salaried, bUt not.paid for overtime

Percent

97.6

2.4

0.0

(N=42)

About 98% of the respondents worked on an hourly basis.

TABLE 60: WHAT WAS YOUR OWN INDIVIDUAL INCOME FROM THIS JOB, BEFORE TAXES,
DURING 1978?

Less than $7,499

$7,500 - $9,999

$10,000 - $12,499

$12,500 - $14,999

$15,000 - $17,499

$17,500 $19,999

$20,000 - $22,499

$22,500 or more

TT
1 2

1.2 2:5

1.2. 2.5

1. 0.0

12.5

8.3 1,10.0

9.5 N 17.5

13.1 25.0

58.3 \ 30.0

6Q1
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About 89% of the respondents at T1 and 82.5% at 12 earned $15,000

or more annually.
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MEMORANDUM OF AGREEMENT

BETWEEN:

THE NATIONAL MANPOWER INSTITUTE

AND

COMMUNICATIONS WORKERS OF AMERICA

AND

GENERAL TELEPHONE OF CALIFORNIA

FOR THE

ESTABLISMENT AND EXECUTION OF A
MODEL 01 JOINT TUITION ASSISTANCE

DEMONSTRATION PROJECT

604
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The purpose of this memorandum and attached project description is
to.stipUlate the terms of the.working agreement between the National
Manpower Institute, the' Communications Workers of America and General
Telephone of California for establishing and implementing a Model.#1
Demonstration Project as called for in Contract Number 400-76-0125
between the National Institute of Education and the National Manpower
Institute..

This memorandum establishes general areas of responsibility, and is
supplemented by the specifications contained in the attached project descrip-
tion.

The National Manpower Institute, for its part, is responsible
to. the National Institute of Education for providing the
following services for the project:

1. Financial accountability to the National Institute of Education
for all contract funds allocated to the Model Demonstration
Project.

2. Pre-service and in-service training for the local project coor-
dinator.

3. Guidance in establishing and organizing educational information
resources.

4. Assistance to site coordinator in design and development of a
case studs of the demonstration project.

5. Exchanging information and ideas among participants across
the local demonstration projects.

6. Designing and implementing a data collection and data analysis
program at the local demonstration project site, including

group administration of the "Worker Education and Training
Study" to 100 workers at the site at two points is time.

7. Making final determination on the selection of the site
coordinator and establishing reporting procedures and means

for the site coordinator.

8. Convening representatives from each of the three local demon-
strations for periodic reviews of progress, information
exchange, and dissemination activities.
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Qinnier se°

;
lime ii may be extended by President Calm,

0111ei guidelines restrict maximum hot water lempe e5 to

105 degrees, unless local health codes dictale higher

lemperalurei, and set maximum cooling and heating

temperatures of 85 and 55 degrees in buildings during 'periods

(Continued on page 3)
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Minority hiring programs succeed
General has met Its allirmalive ac-

tion hiring goals, Longlerm ellorts

by the company to bring Its peen-

loge of minority employees to a level

rellecting the current labor market in

communities It serves has been suc-

cessful, according to Jim Webb, per-

,sonnel jelolions director,

General's minority eiliploym; (101

including nonineiity leinalus) new

represent 2Ii percent of the :)5,7:10

person work force.

"This figure surpasses our goal of

24.6 percent," Webb said, "And this

, program has done more, 11 has

become the process whereby

everyone who is qualified to hold a

cerlain posilion will have Ihe chance

to do so."

More significantly, General has

been able to achieve its objective of

hiring more minority hourly employ-

ees. It has increased that total lo

29.4 percent from 11.9 percent in

early 1972, The eighlyear objeclive

was set at 24.6 percent,

bl 1"in essence!, the crummy's hour-

1971, only 4.6 percent of our man-

amen! employees wero minority.

Today we are at 13.2 percent, just

under our goal of abou116 perm',

"When you consider that between

1972 and 1975, there was little job

growth due to the nation's recession,

I feel that we have done a good job

in this category," Webb "NI
Ibis urea will always; be one ol our

lop pi Wiles," Al one point belween

1911 and 1975, General's payroll

dropped from 19,676 lo 17,295.

"Minorities have also gained in

company seniority," Webb reports,

"Although elloris are still required

regarding disirihulion of minorillos

whit the hourly wage schedules,

24.7 percent of Ihose employees In

the lop three wage categories are

minorities," he added.

General is also on target in placing

women in jobs Usually associated

with meu, In 197'1, female' wall

employees wore' nearly non-existent,

Today, they represent some 20.1 per-

cent of the total craft work lora!,

Al the sarne lime, the number, of

nonminority males today numbers

43.0 percent, This is where II should

be when compared to California's

labor force, Conversely, Ihe porconi-

age of total tomato employees rests

at 45,4 percent.

And will a woman ever ,bee'

president of General of. Callfc I
"Of course," answers Webb.

rely female parlicipalion in th

ixn manavineal salary grades

creasing at the role of 1 parcel

year, By ihe end of 1971, on'

percent of the lop five m ,t,

management jobs were fille

females, Today, it's over 15 ti
cent,"

Rate increase process begins
The Public Utilities Commission's

recent acceptance of the company's

notice of intention (N01) to Ille for an

annual rate Increase of $80 million

has begun a regulatory process that

will cake more than,a year to corn-

olele,

nia utilities for many years.

That plan, which has the support

of all of the state's major utilities,

calls for a Iwo month lapse from the

date the NO1 Is accepted until the ap-

plication Is tiled, Following that, ap-

nrnximalelv 19 mnnthe nm nrintind

witness hearings which will be

in various localions in Gene

operating territory during Novel

and December. Anyone from .

public can testify at these hear I J
Then, between December and ANI1

urn Anm.A.U.104
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It still pays to get an educati nay

with General's tuition aid program
11 you're interested In continuing

your education; the company's Man-

cial aid program may help you meet

the cost of tuition, books and lees,

General's tuilion aid program Is

available to all lull-time employees

with three months of service.

According to Tom Olson, manage-

meat staffing and development man-

ager,the_program_tsdesignedto--

help employees improve their Job

performance and prepare for future

advancement by taking courses that

relate to their current job or jobs for

which they can become qualified,

Upon completion ol, approved

courses, with minimum grades of

"C" or satisfactory completion cer-

tilicales, employees are reimbursed

for 75 percent of all costs over $10,

Including the total cost of tuition,

registration, fees, required books and

related malerial,

"In 1978, 239 employees received

'Lillian aid, and already this year we

have nearly 300 applications," said

Jan Slancor, 'raining specialist, who

is responsible for coordinating Rio

program. More than $180,000 were

given in tuition aid.during 1978.

Employees may enroll, In any ac-

credited public or private school, Ex-

61
pondence schools are also covered,

3 )nsion courses, trade and corres

If they are recognized by one of the

approved accrediting associations,

Page 2
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In memoriam

Lowell MacDonald, Goleta proiect

coordinator with 22 years of service.

Darleen Marshall, Hunlinglon

Beach operator wilh 11 years of ser-

vice.

Harold Smith, Whiltier dralling

supervisor with 39 years of service.

Donald Petersen, / Santa Monica

special services analyst wilh 25

years of service.

David Powers, Long Beach en-

gineering assistant with 16 years of

161/11
Darrell Kiehl, Lakewood special

equipment installer with 24 years of

service.

Jean' Hanrally, Palm Springs

operator with 11 months of service.

Willie Bonsant, Santa Monica

equipmenl mainlalner wilh 17 years

of service,

Eugene Slandley, Monrovia train-

Ing specialist wilh 29' years of ser-

vice,

The tuition aid program can apply

to one class or an entire degree pro-

gram.

"Over 100 people were enrolled In

an associated arts degree :program

offered through Musa Pacific Col-

lege this past semester," Stancer

said, "This program Involves video

tape clases which can be viewed at

General's facilites during a lunch

hour or alter work, Even lhe tesls are

administered at the work location,"

Anothei popular degree program is

an accelerated bachelor's degree of-

fered through ihe University of

Redlands.

Citizen's award
Nominations for the company's

Good Citizen Award should be sub-

milled lo the governmental affairs

department by Sept. 14 according to

William Griffith, vice presidenl-gov-

emmental affairs,

Information and applications for

the Good Citizen Award are available

at the Governmental Affairs Depart-

men!, pc 1500A, Santa Monica or
u

calling (213) 451401

August 21,1919
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111=1111 APPENDIX E

7A FRIENDLY REMINDER,-

HAVE YOU FORGOTTEN SOMETHING??

THE PAYMENT IS DUE!!

AS AN EMPLOYEE OF GENERAL TE,EPHONE, PAYMENT IS ABOUT DUE YOU

-FOR MOST OF YOUR COST OF TUITION, REGISTRATION FEES, BOOKS

AND RELATED MATERIAL AFTER COMPLETION OF ANY JOB RELATED COURSE

WITH A GRADE 'C' OR BETTER. IF YOU HAVE THE TIME, THE COMPANY

HAS THE MONEY.

FOR FURTHER DETAILS, TELL YOUR SUPERVISOR YOU WOULD LIKE 10

READ HIS PERSONNEL PRACTICE (PE 9E7.071) ABOUT TUITION AID.

AISr. ASK HIM OR HER TO GET YOU A TUITION AID APPLICATION,

(FL )05296) , OR YOU CAN PICK ONE UP AT THE COXPANY'S

STATIONERY STOREROOM.

IF YOU ARE TRYING TO KEEP UP IN OUR RAPIDLY CnANGING WORLD,

YOU NEED TO EMBRACE' THE THOUGHTS OF 'LIFE LONG LEARNING' AND

'CONTINUING EDUCATION'. SO, START THE NEW YEAR ON A POSITIVE

NOTE WITH A RESOLUTION TO JOIN THE EVER INCREASING CROWD OF

WORKING ADULTS THAT ARE GOING BACK TO SCHOOL.

JOEL CLIFTON
EDUCATION COMMITTEE
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Editor Sharon Smith OCTOBER 1979

TWA local 11588, Survey
This is the last in a series of articles

which have appeared In your newsletter

discussing the results of the recent survey

of the membership of Local 11588. As a

researcher, I am very pleased with the

information which has been gathered from

this survey. Various portions of this survey

arc now being prepared for publication to

professional journals, Remember, only sum

maries of the data collected arc to be pub-

lished. The confidentiality and anonymity

of Individual responses will not be divulged

under any circumstances, Needless to say,

without the generous support of the mem-

hership of Local 11588, its officers and

Executive Board, this research would nut

have been possible, I hope that you have

found the results of the survey to be inter-

esting, or at least, informative. Thank you

again for, your cooperation. Working with

the staff and the membership of Local

11588 has been a pleasant and fruitful

'experience. We, the researchers who took

part in the preparation, distribution, and

analyzation of this survey, are In your

debt

The questions and 'tesponses' below

complete the review of all the questions

which appeared on the original question.

naire, Because of space limitation:, the

Perhaps the ability to (at least potentially)

transfer into new areas and/or job do

sifications accounts for some of the ten

dency of employees to remain with the

company over time.

The remainder of the questions and

responses arc self explanatory and probably

do not require additional comment How

ever, would like to take this-opportunity

for a final comment. As I have mentioned

before, you, the membership are responsible

for the success of this survey. I would like

to give a special thanks to your. local

Officers and your Executive Board for the

hallowing reason. Obviously, I have imposed

on the time and, no doubt, the patience,

of your. Officers, Executive Board, and

their staff. Yet, my appreciation 'surely

exceeds these sacrifices. Early on, it was

agreed that thie results of the survey,

whether complimentary or NOT to the

company OR THE UNION would not be

edited in ally way. It was promised that

my comments and the reproduction of the

'results would not be censored by ANYONE

at any TIME. The results that have been

printed are those which reflect the behavior

and attitudes of the respondents. There has

been NO ex n to this policy. The

acceptance an mement of this policy1. I 11 Arr. , I

esuits!
to pass. I sincerely hope that you, the mem.

bership, feel that this survey was conducted

with dignity and with a minimum of Incon

venience for you.

turn to next page for results

.1=11 TC:=Et=311=1

And We

Get Letters ..

President Crowell

Thank you for the Survey Results. I

have given them one complete reading,

however, there is so much that can be

learned from the results that I am doing a

more careful study on the analysis of die

results,

I am glad that you are up and going

again. I'll be seeing you soon.

Dina G. Beaumoa

Vice Preside
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In the lust yrur.

Approximately how many days of unu Ick time do you have?

None

1.30 days

31.60 days

61.90 days

More than 90 days

12.5

26.0

5.2

5.8

50.5

1=20011=3t1====f aC=i1=11C:=11C:=HIC=011=HIC:=X1=;ZHICH

For Your

Information . . . .

Everyone is talking about the 7% guide.

lines that the government has suggested for

pay raises. When you consider that the

price of gasoline has almost thxibled (when

you can gel it) in the last six months, and

the price of hamburger is out of sight,

that 7% seems very inadequate. If you arc

at top pay in schedule ($9.22 per hour)

the yearly wage is $19,177.60. A raise of

7% would amount to $1,342.43 a year.

It works out to $ 111,90 per month before

taxes. I so us falling behind and our pur

chasing power diminishing.

A few employees will benefit immensely

from this plan. I would like to show you

how this plan would effect two of our
employees:

THEODORE F. BROPHY

Chairman Of The Board GTE

CURRENT 7% NEW

SALARY RAISE SALARY

$387,704.00 $27,139.28 $414,843.00

JOHN I. DOUGLAS

Vice Chairman Of The Board GTE

CURRENT 7% NEW

SALARY RAISE SALARY

$277,148.00 $19,400.36 $296,548.00

As you can sec there is 7% for us and

7% fur the other employees. Speaking of

money and gasoline, did you know that

your union approached General Telephone

of California in regards to increasing the

mileage treatment up from 16 cents a

620

mile. The company lecognins 111;11 the

Nice 01 gas has skyrocketed sal 01 sight.

Rut, as far as increasing the mileage allot

must the company bold us to sib on it.

When the lop people in General Telephone

and Electric make well over a gum ler al a

million dollars a year do you think that

they can relate to our needs?

Fraternally

Marty Wilkes

1st Executive Vice President

109919MMERCI

UNIROYAL

MONARCH

Dayton

NEMO & JACK'S
DISCOUNT TIRE & WHEEL

PHONE 8884110 or 8246333

324 SOUTH E ST.

Across from Standard Brands & Lou Miller's

SAN BERNARDINO, CALIFORNIA

SI HAMA ISPANOI PRIGIINIIN Pr1R SANTISE0

THIS MEMBERSHIP ENTITLES flit BEARER TO

SPICIAI DISCOUNT PRICES ON All.

TIRES, WHEELS & SERVICES

MEMBER'S NAME.

ORGANIZATION

Tires Wheels Shocks Brakes

Alignments 10.95 MON 0%

6NTOMThiNif

Where Are

You Going?

Could you use mole money? Ale you

interested in advancenwiu? Do vim lion*

to apply !or a transtel because you are

ill al ease talking with customers? Do you

lack confidence and are leery ol changing

jails? There is a way to solve these problems.

EducatiOn! The schools ,and colleges in the

area offer any number of courses that will

help you, and General Telephone will pay

inmil of the costs. The company leali/es

Ihe utile. 01 cdoLitlion, By payitig these

foul ths of your costs of lob related daises

they will help you to become a more

rounded person an, therefore a more

valuable employee.

The company's "Tuition Aid Policy"

(P.E. 987.071) is available to all full time

employees. The only requirements arc prior

approval of the selected course, a final

...grade of "C" or better, and the receipts

for fees, books, and tuition. The company

will recogniie anything from a high school

diploma to a Masters Degree from any

accredited school or college.

Ask your supervisor for a "Tuition Aid

Application," l'orm #605296, till it out

and return it in to your sone! visor. If you

have any questions your Union Education

Committee will be glad to help.

Start today for a better tomorrow.

halesnally

Joel Clifton

Education Commit I et.
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EIA CONTACT INFORMATION Lim°

.
INDIVIDUAL CONTACT FORM

Date:

APPENDIX G

Name of Individual:

Address:

Work Location:

Contact Initiated by: III EIA (::) Employee/Member 1:::)Other

=Age Group/Sex/Ethnic. Heritage or Race of Individual: (A) (S) (R-EH)

Present Job:

Education or Training Last Two Years:_

Kind of Information Wanted: 0 General/Non-specific education or training

0 Tuition Aid application procedure

ED Course eligibility, under tuition-aid plan

ED Member eligibility for tuition aid program

Specific education/training information

OGED
0College courses

(DVocationi, -technical education courses

0Agency/industry sponsored education or
training programs

OUnion-sponsored training/retraining programs

Action Taken By EIA:

Referred to:

Over



'atm Page 2

411/Follow-up Needed: [::] Yes [::] No Speficy:

p

Action Taken by Individual: [::3 Tuition Aid Application

ED Course AppliCation

.) Other, Specify

Name of EIA:

G2



NATIONAL MANPOWER INSTUUTE
APPENDIX F.

Su 110,301 1211 Connecticut Avenue, N.W. Washington, D.C. 20036 202 466-2450

Dear .

On behalf of the National Institute for Work and Learning
(formerly the National Manpower Institute), I wanted to
formally note our sincere appreciation for your outstanding
service this past year :as an Education Information Advisor.
During 1979-1980, you gave countless hours to the Model I,
Joint Tuition AssiStance Project to acquaint employees of
the General Telephone Company. of California with available
tuition assistance benefits and education opportunities in
the district.

You have contributed to an important expiiiment with
implications for expanded worklife education and training
opportunity for 'working adults throughout the country. Your
dedication and contribution were noticed and are appreciated.
We applaud your efforts. By copy of this letter we are
informing GTC officials of our appreciation and respect for
your accomplishmen-t;.

Sincerely,

Gregory B. Smith
Director
Worker Education and Training
Policies Project

National Institute for Work and
Learning

Washington, D.C.
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APPENDIX A

MEMORANDUM OF AGREEMENT

BETWEEN:

THE NATIONAL MANPOWER INSTITUTE AND
STATE OF CONNECTICUT, PERSONNEL DIVISION;
CONNECTICUT STATE EMPLOYEES ASS&IATION;
CONNECTICUT EMPLOYEES UNION INDEPENDENT;

COORDINATING COMMITTEE FOR THE NORTH CENTRAL REGION

FOR THE

ESTABLISHMENT AND EXECUTION OF A MODEL #3 JOINT
TUITION ASSISTANCE DEMONSTRATION PROJECT



The purpose of this memorandum and attached project description

is to stipulate the terms of the working agreement between lie National
Manpower Institute, the Personnel Division of the State of Connecticut, the

Connecticut State Employees. Association, the Connecticut Enployees Union Indepen-

dent, and the Coordinating Committee for the North Central Region for implementing

a Model #3 Demonstration Project as called for in Contract /umber 400-76-0125

between the National Institute of Education and the National Manpower Institute.

This memorandum establishes general areas of responsibility, and is

supplemented by the specifications contained in the attached project description..

The National Manpower Institute, for its part, is responsible
to the National Institute of iducation for providing the
following services for the project:

1. Financial accountability to the National Institute of Education
for all contract funds allocated to the Model Demonstration Project.

2. Pre-service and in-service training for local coordinators and

educational information advisors.

3. Guidance in establishing and organizing educational information

resources.

4. Assistance to site coordinator in design and development of a

case study of the demonstration project.

S. Exchanging information and ideas, among participants across the

local demonstration projects.

6. Designing and implementing a data collection and data analysis

program at each of the local demonstration project sites, in:-

cluding group administration of,the "Worker Zducation and

Training Study" to 100 workers at each site at 2 points in time.

7. Making final determination on the selection of the site coordi-

nators and educational information advisors and establishing

reporting procedures and means for the site coordinators.

8. Convening representatives from each of the local demonstrations

for periodic reviews of progress, information exchange, and

dissemination activities.

6"9



The Personnel Division of t:-.1 Soate of Con!-ecticot, the Connecti-

cut State Employees Asseciat:::, the Conaecticot Employees Union

Independent and the Coordinali.:a Convittee for the North Central

Region for their part, are resoonsible for the following activi-

ties:

1. Participate in establis'..-ent and cnntinued functioning of

a Local Planning Cormitt'es for the Model =3 dercnstration.Jrojeict.
charged-with overseeine ar.1 oromoting lceal ztcomplishment of

demonstration pro.;ect otleotivet.

2. Noninate to RMI,one or noe candidates for the position of site
coordinator who are agree-We to the State,CSF; and.CEUI.

3. Nominate to Whcandie'eoes for the 15 educational information.

advisor positions.'
. .

4. Facilitate the fulfillmer.t of monthly reportine requirements of

the site coordinator.

5. Make facilities available to the site ccordinater and educational

information advisors, for the performence cf their respective-tasks.

6, Make facilities available for the delivery of training to the site

. coordinator by the ::atiorie: 7.anpower Institots.

7. Make such internal arrange-ants and aoreeo.ents as necessary for

the educational informatisn advisors to ;%.erticloqe in KM deliver-

ed training at no cost to 're demonstration pre:ect budget.

8. Make such internal arrange-e7ts and agreeLents as necessary (on

a specified data,, at the teainning and again at the end of tw!

demonstration project) to 1.%eare that oas hundred (100) wor'a:.es

have been randomly selecos.1, and are available at a central point

to complete a group administered questionnaire.

Additional responsibilities for participatina organizations are as

described in the attachments to this Memoranda of Agreement:

o "Joint Tuition Aid Profeet"
"Overview of Local Ds:t-stration Project Models"
hThe Local Coordinaton: Task: and ssaonsitlities"

o "Rasarch Tztrc!;40 fz:
a "Education Information ;o:visors:Task any Responsibilities"

o Memorandum of Agres::e:t ?egarding Fiscal -cent Reporting

and Funds Transfer Ar,-er.:.loents and Ezeloyment Status of

the Si;e Coordinator

-4)1INSTI1UTE Da e

b6t .; .

;EL DIV ISM

ukezur
1.377inrICN 1NDErt4DLKIM

--*-

2,
CENTRAL CT WI STATE COLLEGE .VICE PRESIDENT FOR ADXINISTRATIVE AFFAIRS DATE

.



.71E3 APPENDIX B

. July 10 1978

aFFIcz Ce LABOR RELATIONS

General Notice No. 78-17

SUBJECT: Tuition Reilnbursement July 1, 1978 to June 30, 1979

11.

The following reimbursement program is available to State Employees whose

classes are included in collective bargaining units as follows:

NP - 1 State Police
HP - 2 Servicei, Maintenance, Building Trade Crafts

NP - 3 Administrative Clerical -

11P - It Correction Officers

NP - 5 Protective Services
Nn pw.A. Vw4t (UrynP0evragrainnAll

Cc -* -Unit (Pro:da.kit:nal)

P-2 Social Services,
P-3A Education
P-3B Education .-

P-1 Engineering Sciences and Related

P-5 Administrative-- Residual

01.

1

Participation in this progress will be united to the ma:d.mun of the funds made

-available by the negotiated contract ccr each bargaining unit.

Partial reimbursement or tuition fur ,lob-related educational training taken outside
or regularly scheduled hours of work will be considered under the folldwing con-
ditions:

1. Maining is :lob related as verified by the e3ency head or authorized

representative; will result in increased knowledge and skill; is

aimed primarily at -lomproVing the employee's performance on his

present job or will cnabli the employee to: keep up with his present

job, or will enable the einployee to keen up with changing concepts oi,"

developnents in assigned occupational field, or will enable the employee
..t)nioagh Upward Mobility and development to qualify for other positions

elsewhere in State service.



2. 'There is reasonable expectation that tangible benefits will accrue tothe agency involved and the State as the result of the educational
training.

All courses must be taken at fully accredited Connecticut colleges oruniversities. Other schools providing trade instructions or special
occupational training approved by the State Board of Education will b(-accepted. "Colleges without walls" and correspondence courses are
not acceptable except for the correspondence course for Medical
Records Librarians; Exceptions tc the requirement that the institution'
be in Connecticut will be considered only if the employee shows
good cause and the reasons) verified by the agency head or
representative.

4. Courses may be at undergraduate or graduate level, credit or non-
credit. Reimbursement will be considered only if the agency. heed
or representative approves of.the course aad provides proof that the
course is job-related and of value to the employee and the agency.
Electives that are authorized as part of a degree program, wal be
considered provided that the agency head or his representative
approves the courses. .

5. Reimbursement will be limited to a maximum of three courses or nine
credits, whichever is less, each fiscal year and will be made to the
employee 3t .50% of the college rate for tuition,, laboratory and
service fees only, whichever is less. No other fees such as

itmurcme. orF.sagage or ilt.trr:CeS of textbeeks
reimbursed. FUll time students. may apply for pro-rated reimbursement.

6. Tuition reimbursement wil l be paid when the employee pro vides evidence
of completion of the authorized course with, a passing mark shown by
a college grade report, and a college receipt of payment.
.Copies of checks will not be acceptable. v

7. Payment will be made only if the-employee is still in State Service
upon completion of the course.-

8. Eligibility for participation in this program islimited to employees
whose class is included in the bargaining units listed in the first
paragraph. Employees in similar classes but who are considered
"Confidential" by both the Union and Management are also eligible for
participation as the result of an agreement between.theUnion and
Management. Employees designated as Managerial will participate
in their own program as outlined in the Personnel Division letter
of January 6, 1978.

Application Procedure:

Applications are available at each agency's personnel' office or at the Personnel
Division - D.A.S., State Office Building, Hartford, Connecticut, 06115. All
applicants must apply through their'agencies before starting class. The



aPProPriate forms must be completed and signed by the applicant and agency head orrepeesentative and forwarded to the Personnel Division at least two weeks before thefirst class meeting to permit review by the Personnel Department. Failure toobtain rior a royal will result in automatic rejection of the aoolication.
PP %cants will be noti le o the final decision. upon approval, three copies

of the application will be returned to the agencies so that the applicant can
resubmit them with the signed request for payment to the Personnel Division - D.A.S.
following completion of the course. Attached to the three copies must be a
college grade report and a receipt indicating the cost of tuition and laboratory
fees. Requests for payment of Fall and Summer Courses should be submitted as soon
as the courses are completed. For Spring courses, requests for payments must
be made by June 1, 1979. If a college transcript is not available a letter
from the course instructIMLindicating satisfactory completion of the course willbe acceptable; No payments will be processed that cannot be paid out of the
funds set aside for this period of the collective bargaining contract. If
approvedione copy will be returned to the applicant's agency, and the
Personnel Division will process the request for payment directly to the employee.

SB:ZB/djd

Zaut:la 5;luon

Director of Personnel and
Labor Relations

t

6 3' 3
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INSTRUCTIONS
t. Anpmettens for tuition reimbursement must be

QUADRUPLICATE, with agency and Personnel Dept ampMu applicant start* cise.
2. When resubmitted for payment. a COLLEGE RECE11. sto.no.6ny

assts must be attached, is v411 as a coilet rippers, indicating
grades rectilved.

TO: Chief, Ad:ninivrotive Services Div., State Personnel Deportment, P.O. Box 805, Hartford, Ct. 05115

ID *M

APPENDIX C IMO

01.111.======
1. APPLICATION

I plan to attend the renewing college between the dates indicated to take the followicp courses. 1 am not applying for
reimbursement ender any other Polvete, municipal, state, or federal program.
APPLICANTa h mi.:c Ern LEG-E TROY TO

ZPOrnrriln
t NO, OF CREDITS CGST

$
PER C r.CD I T LAS FEE

I
i S

Tertrat="t%.
.

2.
4 DI I ...

I s
.

TOTAL CCST
3

t.ta Ukt5 c k

APPLIO..hi 5 .05 CLASSIFICA.I0.
UNDERGRADUATE GRADUATE

IAPPLICANT'S SiGhATuRE

2. AGENCY APPROVAL
Plisse explain the retationship 31 the Course(s) to the employee's

Oakartity that the above employee
en it :ha above. institution.

blac IAGENCY

110111/119

has parresnent status, that the rcust Is inb.rler.rd. and that the cours(s) must be

SIGNATURE CF AGENCY

3. PERSONNEL DEPARTMENT ACTION

APPF WPM DISAPPROVED

4. NOTICE OF COMPLETION OF COURSE(S)

Signature. of Reviewer

FATE COMPaTED FI.A, GaADElS) iColissie Tranecrips astacned)

1.

QaiE 5I4r4ATLAAE ti): APPLICANT

X

2.

TOTAL COST (Colin Race:ct of es ',men: attached)

5. APPROVAL OF PAYMENT

PAYMENT IS APPROVED IN THE AMOUNT NOTED AT RIGHT ocmommem
BATE

AMOUNT APPROVED

IApproved liy

NOTE: Belem reevbrelttma for ortyment. APPLICANT cruet
PRINT or TYPE Piam and Ad.tess her.



am APPENDIX D-1

TRAINING AGENDA FOR MODEL 3 DEMONSTRATION PROJECT
HARTFORD, CONNECTICUT

DAY ONE

Day one provides an outline of the Project and the current opportunity structure
for Project staff, Local Planning Committee members, Education Information
Advisors (EIAs), and guests.

TIME CONTOT

9:00 a.m. WELCOME AND OPENING REMARKS

9:10 OVERVIEW OF THE TRAINING PROGRAM --
ROLE OF THE EIAs

9:40 OVERVIEW OF THE WORKER EDUCATION AND
TRAINING POLICIES PROJECT

- NIg Perspectives on the Project

- The National Manpower Institute (NMI):

Who We Are and What We Do

- Phase I: Rey Findings

- Phase II: Major Features

- Demonstration Projects: What Is To Be
Done

10:00 THE MODEL #3 JOINT TUITION ASSISTANCE
PROJECT

10:10 - Objectives and Expecte& Outcomes:
State Agency, Union, and Educational
Institution Perspectives

10:30 BREAK

PRESENTORS

Sandra Biloon, Director
of Personnel and' Labor
Relations, State of
Connecticut

Dr. Herbert Levine
Senior Project Consultant ,

Gregory Smith, Project
Director, Worker Education.
& Training Policies
Project. (WETPP)

Nevzer Stacey, Project
Officer, National
Institute of Education 411g

Gregory Smith

Claire Nolin
Site Coordinator

Ernest Nagler, Director
Personnel Development,DAS
Steven Perruccio, CEUI
Al Marrota, President
CSEA
Kevin Earls, CCNCR

*DAS - State of Connecticut, Depar ent of Administrative Services

CEUI -! Connecticut Employees Union Independent
CSEA - Connecticut State Employees Asiociation
CCNCR - Coordinating Committee for the North Central Region
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TIC CONTENT PRESENIORS

10:45 - Organization and Site Location (Progress
to Date)

Claire Nolin

11:00 - Roles of Key People and'Organizations Dr. Herbert Levine

Local Planning Committee (LPC)
Site Coordinator

Ann JenniSgs, Project
Training Consultant

EIAs
State Agencies
Unions
Educational Institutions
Esiployees

NMI Staff/Consultants

12:00 LUNCH

1:00 p.m. THE CURRENT OPPORTUNITY STRUCTURE

- Internal_Training and Education
Opportunities (Employer and Union
Sponsored/Negotiated)

2:00 - External Training and Education
Opportunities (Colleges, Schools
Institutes, Community Agencies)

- Internal Financial Assistance Sources
and Procedures (Employer and Union)

3:00

3:30

4:00 p.m.

DAY TWO

- External Financial Assistance Sources and
Procedures

ADJOURN FOR THE DAY

Ernest Nagler
Steven Perruccio
-Al-Marrota
Ann Jennings

Kevin Earls
Ann Jennings

Ernest Nagler

Kevin Earl

Day Two is designed to provide an opportunity for discussion and op ive-
and-take between Project staff and EIAs

9:00 a.m. PROBLEMS OF ADULT STUDENTS AND TRAINEES

- Structural Problems

- Attitudinal/Social Barriers

9:40 OVERCOMING BARRIERS'

- Techniques for Communicating Information

12:00 LUNCH.

Ann Jennings

Dr. Herbert Levine



TIME CONTENT PRESENTORS

1:00 - Techniques for Educational Advising and Ann Jennings

BrOkering

3:30 - Staff Development through Participation

in Education

3:50 MEASURING EFFORT AND IMPACT Leslie Rosow, WETPP
Program Officer
Claire Nolin

- Techniques for Recording and Reporting

- The Worker Education and Training Study

4:10 SUMMING UP -- NEXT STEPS Gregory Smith
Dr. Herbert Levine
Claire Nolin

4:30 p.m. ADJOURN

,r

NOTE: Time will be made available throughout the
training for discussion and questions regarding
the material being presented.



TRAINING AGENDA

November 5, 1979

9:00 a.m. INTRODUCTIONS

PROJECT OVERVIEW/CURRENT STATUS

-- What this project is all about.

9:30 ROLE OF THE EDUCATION. INFORMATION ADVISOR (EIA)

-- What the EIA's job is.

TRAINING NEEDS AND GOALS

10:30 INFORMATION INTERVIEWING: PRACTICE AND DISCUSSION

-- Why it's hard to "go back to school."

-- How the EIA can help.

12:00 p.m. LUNCH

1:00 INFORMATION

- - Educational opportunities.

- - Financial Aid

-- Resources

2;30 USING THE INFORMATION: AN EIA CONTACT

3:30 NEXT STEPS

4:00 ADJOURN



6 November 1979

'EIA FOLLOW-UP SESSION

AGENDA

8:30 A.M. Arrival - Welcome

(Coffee)

9:00 A.M.

9:30 A.M.

CSEA - FIAs meet CEUI EIAs

- Small groups discuts the job of being
an EIA

Progress Report

- What the EIAs hive encountered

- Small group diScussion report

- What EIAs still need to know

10:00 A.M. Reporting/Recording

11:00 A.M. Resources

LUNCH

1

1:00 Advising Techniques

- Limitations of the job.

2.00 P.M.

2:30 P.M.

4:15 P.M.

- Questions and answers

- Video-tapes

- Role playing

'Tasks for the EIAs

Work Planning by Agency

Final Comments



OCKI4TETPP
6/79)

Date:

EIA CONTACT INFORMATION LIB
INDIVIDUAL-CONTACT FORM

APPENDIX .E- 1

Name of Individual:

Address:.

Work Location:

Contact Initiated by: [::) EIA CD Employee/Member Other

Age Group/Sex/Ethnic Heritage or Race of Individual: (A) (S) (R-EH)

Present Job:

Education or Training Last Two Years:

Kind of Information Wanted: E::3 General/N3n-specific education or training

E:] Tuition Aid application procedure

) Course. eligibility under tuition-aid plan

ED Member eligibility for tuition aid program

J Specific education/training informtion

(:::1GED

CDCollege courses

E:Throcational -technical education courses

,E:DAgency/industry sponsored education or

training programs

EDUnion -sponsored training/retraining programs

Action Taken By EIA:

Referred to:

64O Over



Individual Contact
Afoot-- Page 2

Follow-up Needed: ED Yes [::] No Speficy:

Action Taken by Individual: [::] Tuition Aid Application.

ED Course Application

(1) Other, Specify

Name of EIA:



(17141-

9)
WETPP

6/7

1. Date:

9 August 1979
APPENDIX E -2

EIA/COORDINATOR CONTACT INFORMATION LOG

GROUP CONTACT FORM

2; Number of People in Group Session:

3. Setting:

Age, Sex, Race Profile of Group:

S. Kind(s) of Workers:

6. Present?tion Subject and Presentor:

Handouts (Number and Name of Item(s):

8. ProblemsAuestions Raised:

9. Follow-up activities undertaken by Coordinator or EIAs

ger

10. Other Observations:

EIA/Coordinator:Name/SignatUre: 642
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CERTIFICATE OF RECOGNITION

of

SPECIAL SERVICE

AWARDED TO:

For outstanding service to fellow workers in the ConnecticutImployees Union
Independent, to the government of the State of Connecticut and to the cause of expan-
ded worklife education and training for working adults throughout the United States.mw.

*um Your service as an Education information Advisor in the. Model 3, Joint Tuition088

Assistance Demonstration Project during 1979-1980 is Appreciated and applauded.
m
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National Institute for ConnectictittEmployee§ and Labor Relations
pr:. Work and Learnin Union indtpendent, State of Connectici# ift
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ERTIFICATE OF RECOGNITION

of

SPECIAL SERVICE

AWARDED TO:

For outstanding service to fellow workers in the Connecticut State Employees

.Association, to the government of the State of Connecticut and to the cause of expan-

ded worklife education and training for working adults throoghout the United States.

Your service as an Education Information Advisor in the Model 3, Joint Tuition

Assistance Demonstration Project during 1979-1980 is appreciated and applauded.

4

Archie E. Lapointe

President

National Institute for

fork and Learning

Al Marotta

President

Connecticut State

inp_oyees Assn.

Sandra iloon

Director sf Personnel

and ir Relations

Stat. /.._..Connecticut 6(1-



IMONAL MANPOWER INSTTTUTE APPENDIX G

Suite 301 211 Connecticut Avenue, N.W. Nashington. D.C. 20036 202 466-2450

Dea

On behalf of the National Institute for Work and Learniig

(formerly the National Manpower Institute), I wanted to
formally note our sincere appreciation for your outstanding
service this past year as an Education Information Advisor.
During 1979-1980, you gave many hours to the Model III, Joint
Tuition Assistance Project to acquaint.employees of the State of
Connecticut with available tuition assistance benefits and

education opportunities.

You have contributed to an important experiment with
implications for expanded worklife education and training
opportunity for working adults throughout the country. Your
dedication ?id contribution were noticed and are appreciated.

We applaud your effort-. By copy of this lette7 we are
informing state officials of our appreciation and respect for

your accomplishments.

*Sincerely,

Gregory B. Smith
Director-
Worker Education and Training
Policies Project

National Institute for Work
and Learning

War, hington, D.C.

cc: Ernest Nagler 6E1 7
Wal ly Krupenevich



Deferred Crpensation Plan Building
Just as many coupontions offer
employees deferred comps radon
plans (DCP) so does the state of Con-
necticut. his a plan =derv/lid you
may elect to ckfirei portiOn of your
income and thereby accumulate rimy
or a tax-sheitaed basis. Yonpay no
income taxes on the untamts deferred.
and you pay no taxes at the income
eaied on those deferredamounts.
Some income taxes may be due when
benefits are received afterredranem or
upon termination of employment. The
plan is independent of yaw sou pen-
sloe plan.

The Connecticut Defend Cowen.'
sation Plan is administered through the
office ofthe sate Comptmller.

While-this plan is opailiall quali-
fied state employees. it knot recom-
mended for evmene. It may not be
economial for you. You would be
wise to seek professional advice to
determine if ins the kind of plan that
suits your financial situation.

Not for Evoryon.
Before signOtyp. the plan. con-
sider these phases and mann=

Deductions are made faun your
pay. Ai a result. your gross pay is less
and you pay less income tax.

You can stop participation in the
plan at any time.

Your money in the plan is non-
liquid to the extent that you may make
withdrawals only fora serious financial
reason, e.g.: bankruptcy. unexpected
emergency resuldne fiom a pasonal or
proparyaceident.

If both you and your husband or
wife are working (and the children are
out of college) and have some extra
cash you can effort at tie up forawhile.
then it might be worthwhile to look into
this plan. .

The money is taxable when you
withdraw upon emeloyment termina-
tion andfor upon 'retirement when you
may be in a lower tax bracket.

You may join DCP or dune
yourdecluctions no a quarterly basic in
March, June. SeptemberorDecernber.
of any year. but notice of your intent to
join must be in dv.Comptrolier's office
thefust deny of these months in order
to be effective the first of the following
months.

There is amines on contriltutions
of 254 aposi income or S7.500
whichever is less. The minimum is S20

paw' pay period.

4

How to Jain

A booklet, Connecdatt Mauer Defer.
red Compensation Plan. published by
the 's Office, details the
plan edition will be given to
em through payroll distribution
as soon it is available.

and to join. contact
tnisuator Leon W. .

APPENDIX 11'

Berney. CLU. president United Group
Administrators. Inc.:410 Asylum
Street. Hanford. Conn. 06103: tele-
phone: 527-7283. Also. indePendent
insurance agencies carry this plan.
Undawriiers for the plan are Aetna
Life and Casualty. Connecticut Mutual
Life Insurance Company. Hanford
Variable Annuity Life Insurance Com-
pany. and the Travelers.

State-Union-Education Offers Tuition
Plan
A new pilot project encourages certain .
state clerical and maintenance workers
to further their education and counsels.
them-in how to plan and pay for it.

"The idea is to increase participa-
tion." explains project coonlinuor
Claire Nolin in the Personnel Develop-
ment Unit of State Personnel. "How-
ever, since this is a pilot project. panic-
ipadon is limited to clerical employees
at the departments of Labor and Motor
Vehicles, and maintenance employees
at the Department of Administrative
Services' Bureau of Pun:basing."

The project is amperativeeffort of
the state, the unions (Connecticut State
Employees Association andConnecti-
cut Employees Union Independent)
and regional educational insdosioos.
Education Information Advisors
(EIAs). who are in the maintenance
and clerical bargaining units, will
provide fellow employes with infor-
mation about the negotiated Tuition-
Reimbursement plan and local educa-
tional opportunides.

In September. the clerical EIAs
were trained by representatives from
Personnel. the unions. educational
instinitions. the National Manpower
Institute and the National Institute of

E4ucadon-

The EIAs at the Deparunent of
Motor Vehicles are Mary Brown, Gail
Luuon. Rita Zaborowski and Nick
Spellman. At the Labor Department
the EIAs are Sara Barnhardt. Beatrice
Gay, Ethel Shelton and Lillian Kablik.
EtAs at the Bureau of Purchasing are to
be selected and trained in October.
Employees at these agencies may con-
tact these people with questions such
as: whew to take comes: whether or
not the courses are related to their jobs
or aid in their upwaid mobilitr. the cost
of the Course and how much money
they will be reimbursed: hoW to fill out
applications and whet° convict at vari-
ous colleges or trade schools.

For information, all Claire None,
566.316.

.011
a.

.101 rirmallp,

Depwvennt to/Labor employees. Sara Barnhardt and 1.11lion Kablik. confer with
tuition project coorermator Claire Nolin (right) of Stole Persolutel.

1



APPENDIX I
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